
PERSONNEL COMMITTEE AGENDA 
Monday, February 8, 2016 – 6:20 p.m. 

Or immediately following previously scheduled meeting 
Lincoln Center – 1519 Water Street 

[A quorum of the City Council may attend this meeting] 
 
 

Presentation and Discussion on: 
 

1. City of Stevens Point Employee Pay Plan / Merit Pay Policy. 
  

2. Adjournment. 
 
 
 
 
 
 
 

Any person who has special needs while attending this meeting or needs 
agenda materials for this meeting should contact the City Clerk as soon 
as possible to ensure a reasonable accommodation can be made.  The 
City Clerk can be reached by telephone at (715) 346-1569, or by mail at 
1515 Strongs Avenue, Stevens Point, WI 54481. 
 
Copies of ordinances, resolutions, reports and minutes of the committee 
meetings are on file at the office of the City Clerk for inspection during 
normal business hours from 7:30 a.m. to 4:00 p.m. 

 



February 3, 2016 
MEMORANDUM 

TO:  Personnel Committee Members 

FROM: Lisa Jakusz 

RE:  Personnel Committee Packet 

 

A brief presentation and documents are being provided to familiarize current 
Alderpersons with the City’s pay plan and the process / methodology used in its 
development. 

Due to the size, agenda attachments have been sent electronically to all the 
Alderpersons and will also be available on the City’s website.  If you would like a 
paper copy, please contact the City Clerk’s Office at 715 346-1569. 

The attachment packet includes: 
 
*2016 Wage Listing / Pay Plan Matrix (both hourly and annual) 
 
*List of Comparable Communities Used 
 
*City of Stevens Point Classification/Compensation Study Policy Review 
(dated September 30, 2013) 
 
*Job Description Questionnaire Form used in Study 
 
*Job Evaluation System Utilized 
 
*City of Stevens Point Classification/Compensation Study Findings & 
Recommendations 
(dated November 11, 2013) 
 
*Executive Summary 
(dated November 13, 2013) 
 
*Appeal Process / Documents 
 

Please contact me with any questions or concerns (715 346-1594). 

 



CITY OF STEVENS POINT 
2016 STEP STRUCTURE - HOURl Y FORMAT 

87.5% 90.0% 92.5% 95.0% 97.5% 100.0% 102.5% 105.0% 107.5% 110.0% 112.5% 
Grade Start End Minimum Step2 Step3 Step4 Steps Control Pt Step7 Steps Step9 Step 10 Step 11 

R 950 999 42.08 43.28 44.48 45.69 46.89 48.09 49.29 50.49 51.70 52.90 54.10 
Q 900 949 39.88 41.02 42.16 43.30 44.44 45.58 46.72 47.86 49.00 50.14 51.28 
p 850 899 37.68 38.75 39.83 40.91 41.98 43.06 44.14 45.21 46.29 47.37 48.44 
0 800 849 35.47 36.49 37.50 38.51 39.53 40.54 41.55 42.57 43.58 44.59 45.61 
N 750 799 33.29 34.24 35.19 36.14 37.09 38.04 38.99 39.94 40.89 41.84 42.80 
M 700 749 31.09 31.98 32.87 33.75 34.64 35.53 36.42 37.31 38.19 39.08 39.97 
L 650 699 28.88 29.71 30.53 31.36 32.18 33.01 33.84 34.66 35.49 36.31 37.14 
K 600 649 26.69 27.45 28.21 28.98 29.74 30.50 31.26 32.03 32.79 33.55 34.31 
J 550 599 24.49 25.19 25.89 26.59 27.29 27.99 28.69 29.39 30.09 30.79 31.49 
I 500 549 22.29 22.92 23.56 24.20 24.83 25.47 26.11 26.74 27.38 28.02 28.65 
H 450 499 20.10 20.67 21.25 21.82 22.40 22.97 23.54 24.12 24.69 25.27 25.84 
G 400 449 17.90 18.41 18.93 19.44 19.95 20.46 20.97 21.48 21.99 22.51 23.02 
F 350 399 15.70 16.15 16.59 17.04 17.49 17.94 18.39 18.84 19.29 19.73 20.18 
E 325 349 14.06 14.46 14.86 15.27 15.67 16.07 16.47 16.87 17.28 17.68 18.08 
D 300 324 13.02 13.39 13.76 14.14 14.51 14.88 15.25 15.62 16.00 16.37 16.74 
c 275 299 12.05 12.39 12.74 13.08 13.43 13.77 14.11 14.46 14.80 15.15 15.49 
B 250 274 11.16 11.48 11.79 12.11 12.43 12.75 13.07 13.39 13.71 14.03 14.34 

NOTES: 

This Is a symmetrleal, :U~tep plan with 2.50% steps in relation to the control point (Step 6) 
Progression Is based on performance at least meeting expectations. Annual steps available at one-year Intervals; Steps 7.9 at two-year intervals; and Steps 10-11 

at th~ar Intervals (Step E>-7, 7-8, 8-9 2 yr, Step 9-10, 10-113 yr) 

F:\Users\Administration\Uakusz\excel\Mgmt Pay plan Cstg 07-08\Copy of 2016 HOURLY MATRIX 



CITY OF STEVENS POINT 

2016 STEP STRUCTURE - SALARY FORMAT 

87.5% 90.0% 92.5% 95.0% 97.5% 100.0% 102.5% 105.0% 107.5% 110.0% 112.5% 
Grade Start End Minimum Step2 Step3 Step4 Steps Control Pt Step7 Steps Step9 Step 10 Step 11 

R 950 999 $87,526 $90,022 $92,518 $95,035 $97,531 $100,027 $102,523 $105,019 $107,536 $110,032 $112,528 
Q 900 949 $82,950 $85,322 $87,693 $90,064 $92.435 $94,806 $97,178 $99,549 $101,920 $104,291 $106,662 
p 850 899 $78,374 $80,600 $82,846 $85,093 $87,318 $89,565 $91,811 $94,037 $96,283 $98,530 $100,755 
0 800 849 $73,778 $75,899 $78,000 $80,101 $82,222 $84,323 $86,424 $88,546 $90,646 $92,747 $94,869 
N 750 799 $69,243 $71,219 $73,195 $75,171 $77,147 $79,123 $81,099 $83,075 $85,051 $87,027 $89,024 
M 700 749 $64,667 $66,518 $68,370 $70,200 $72,051 $73,902 $75,754 $77,605 $79,435 $81,286 $83,138 
L 650 699 $60,070 $61,797 $63,502 $65,229 $66,934 $68,661 $70,387 $72,093 $73,819 $75,525 $77,251 
K 600 649 $55,515 $57,096 $58,677 $60,278 $61,859 $63.440 $65,021 $66,622 $68,203 $69,784 $71,365 

550 599 $50,939 $52,395 $53,851 $55,307 $56,763 $58,219 $59,675 $61,131 $62,587 $64,043 $65,499 
500 549 $46,363 $47,674 $49,005 $50,336 $51,646 $52,978 $54,309 $55,619 $56,950 $58,282 $59,592 

H 450 499 $41,808 $42,994 $44,200 $45,386 $46,592 $47,778 $48,963 $50,170 $51,355 $52,562 $53,747 
G 400 449 $37,232 $38,293 $39,374 $40,435 $41,496 $42,557 $43,618 $44,678 $45,739 $46,821 $47,882 
F 350 399 $32,656 $33,592 $34,507 $35,443 $36,379 $37,315 $38,251 $39,187 $40,123 $41,038 $41,974 
E 325 349 $29,245 $30,077 $30,909 $31,762 $32,594 $33,426 $34,258 $35,090 $35,942 $36,774 $37,606 
D 300 324 $27,082 $27,851 $28,621 $29,411 $30,181 $30,950 $31,720 $32,490 $33,280 $34,050 $34,819 
c 275 299 $25,064 $25,771 $26,499 $27,206 $27,934 $28,642 $29,349 $30,077 $30,784 $31,512 $32,219 
B 250 274 $23,213 $23,878 $24,523 $25,189 $25,854 $26,520 $27,186 $27,851 $28,517 $29,182 $29,827 

NOTES: 

This is a symmetrical, 11-step plan with 2.50% steps In relation to the control point (Step 6) 
Progression Is based on performance at least meeting expectations. Annual steps available at one-year Intervals; Steps 7·9 at two-year intervals; and Steps 10..1.1 
at three-year Intervals (Step 6-7, 7-8, 8-9 2 yr, Step 9-10, 10..113 yr) 

F:\Users\Administration\Uakusz\excel\Mgmt Pay plan Cstg 07-08\Copy of 2016 ANNUAL MATRIX 



2016 Wages COLA%.73 

Employee Grade Title 1/1/2016 Wage Anniversary Step Hourly Rate Next 

Date Step 

"R" 
Dir of Public Works $95,035 6/18/2012 4 
Dir Utilities & Transportation $95,035 7/3/2012 4 
Fire Chief $95,035 9/26/2011 4 
Police Chief $90,022 12/2/2015 2 

"Qll 

Comm Dev Director $87,693 1/1/2012 3 

"P" 
Dir of Pks, Rec & Forestry $85,093 12/16/1986 4 

••on 
Supt'd of Streets $80,101 4/1/2007 4 
Water Dist. Superintendent $80,101 11/23/2009 4 
Wastewater Supt'd $80,101 6/30/2014 4 
Assistant Chief $82,222 1/3/2012 5 
Assistant Chief $80,101 12/2/2015 4 
Assistant Chief $82,222 4/5/2012 5 
Assistant Chief $82,222 10/14/2014 5 

"N" 

Human Resource Mgr $73,195 3/6/1998 3 

"Mn 

Park & Rec Fae Sup I $68,370 1/1/2012 3 
Transit Manager $75,754 8/18/1997 7 2018 



"L" 
Finance Office Manager $63,502 11/1/2001 3 
Sr. Accountant $63,502 5/30/2008** 3 
IT Network Adm in. $31,751 6/2/2009 3 $30.53 PT 1/6/16 
Admin Services Manager $63,502 3/17/2014 3 
Conveyance Systems Mgr. $65,229 12/3/2007 4 
Ass't Assessor $68,661 10/29/2001 6 2018 
Bldg lnsp/Zoning Ad min $68,661 5/28/1974 6 2018 
Park Main Supv $66,934 7/26/2000 5 
Foreste r $68,661 9/18/2000 6 2018 
IT Manager $61,797 9/28/2015 2 

"K" 

Ass't Superintendent of Sts $58,677 7/22/2013 3 
Bldg lnsp. $57,096 6/29/2015 2 
Construction Foreman $58,677 3 $28.21 
Chief Water Operator $58,677 3 $28.21 
Chief Operator $58,677 3 $28.21 
Utilities Maintenance Wkr $58,677 3 $28.21 
Operations Supervisor $58,677 11/9/1998 3 
Surveyor $58,677 3/20/2014 3 
Plumbing Inspector {1/4 Time) $14,274 7/13/2015 2 $27.45 
Electircal Inspector (1/4 Time) $14,669 12/14/2011 3 $28.21 

"J" 

Econ Dev/ Assoc Planner $53,851 1/30/2012 3 
Admin Ass't Police $53,851 1/1/1999 3 
PM/Weekend Sup (75%) $40,388 10/25/2004 3 
Late Night Transit Sup {50%) $26,926 3/17/20014 3 
Late Night Transit Sup $53,851 1/30/2012 3 
Airport Manager $53,851 3/14/2011 3 



"I" 

Admin Ass't/Paralegal $49,005 8/16/2010 3 
Eng Tech Ill 5 $7-4.83 
Eng Tech Ill 5 $24.83 
Eng Tech Ill 6 $25.47 2017 
Community Media Manager $54,309 7/21/1998 7 2018 
Stock Clerk 5 $24.83 
Level 2 Parks Maint & Grds 3 $23.56 
Welder/Fabricator/Mech 5 $24.E3 
I nspection/G IS 5 $24.83 
Equipment Operator 2 $22.92 
Inspection Technician 5 $24.83 

"H" 

Mechanic 7 $23.54 2018 
Level 3 Arborist 6 $22.97 2018 
level 3 Ice Center Maint 6 $22.97 2018 
DPW Lead 7 $23.54 2018 
DPW Lead 7 $23.54 2018 
DPW Lead 7 $23.54 2018 
DPW lead 7 $23.54 2018 
Mechanic 7 $23.54 2018 
Mechanic 7 $23.54 2018 
Mechanic 7 $23.54 2018 
DPW lead 6 $22.97 2017 
lead Man 7 $23.54 2018 
Admin Ass't Fire 8 2018 
Municipal Court Clerk 6/9/2014 3 $:!1.25 
Assess Technician 3 $21.7.5 
Election & Licensing Spec 5 $2:'.40 
Account Clerk II 3 $21."!5 
Assess Technician 3 $21.~5 
On-Call Muni Court Clerk 1 $20.10 



Water Operator 7 $23.54 2018 
Wastewater Operator 7 $23.54 2018 
Wastewater Operator 7 $23.!:>4 2018 
Water Operator 8 $24.12 2018 
Water Operator 8 $24.12 2018 
Water Operator 8 $24.12 2018 
Water Operator 2 $20.67 2017 
Water Operator 8 $24.12 2018 
Water Operator 7 $23.54 2018 
Wastewater Operator 2 $20.67 2017 
Utility Lead 7 $23.54 2018 
Wastewater Operator 7 $23 54 2018 

"G" 

Prod Spec (PT 50%) 4 $19.44 
Secretary II 3 $18.93 
Secretary II 4 $19.44 
Secretary II 4 $19.44 
Secretary II 4 $19.44 
Secretary II 4 $19.44 
DPW Level 2 9 $21.99 2017 
DPW Level 2 9 $21.99 2017 
DPW Level 2 9 $21.99 2017 
DPW Level 2 9 $21..99 2017 
Assistant to Mayor $52,473 Above 
Customer Service Rep 5 $19.95 
Customer Service Rep 5 $19.95 
Customer Service Rep 5 $19.95 
Customer Service Rep 5 $19.95 
Customer Service Rep 3 $18.93 
Airport Employee 1 $17.90 
Airport Ops Tech {75%) 2 $18.41 
Travel Trainer 8 2018 



DPW Level 2 8 $21.48 2017 

"F" 

Custodian DPW Above $21Cl 
DPW Level 3 Above $2::1..46 
DPW Level 3 Above ~21.46 
DPW Level 3 Above $21.46 
Assistant Stock Clerk Above $21.46 
DPW Level 3 3 $16.59 
DPW Level 3 Above $21.46 
DPW Level 3 Above $21.46 
DPW Level 3 Above $21.46 
Level 3 - Large Truck $44,627 Above $21.46 
DPW Level 3 Above $21.46 
Level 3 - Large Truck Above $21.46 
Drop Off Attendant Above $21.01 
DPW Level 3 2 $i6.15 
DPW Level 3 2 $16.15 
DPW Level 3 2 $16.15 
DPW Level 3 1 $15.70 
DPW Level 3 2 $16.15 
Secretary 8 $18.84 2018 
Secretary 3 $16.59 
Secretary 8 $18.84 2018 
DPW Level 3 2 $16.15 
Riverfront Art Ctr Director 1 $15.70 
Collections System Crew 3 $1.6.59 
Collections System Crew Above $22.37 

"E" 

A/P Clerk (PT 50%) 10 $17.68 2017 
Custodian Parks Above $21.01 
Custodian Parks 2 $14.46 



Custodian Parks 3 

Custodian Parks Above 

"D" 

CSO/Meter Maint (PT 50%} 2/17/2014 2 

CSO/Meter Maint (PT 50%} 2/17/2014 3 

Ordinance Control Officer 8/25/2015 2 

"C" 

CSO/Meter Maint (PT 50%} 10/5/2015 2 

On April 21, 2014 the City Council voted to approve allowing the additional pays 
described below: 

Wing Truck Driver: Level 3 and below employees who are required to operate the Wing Truck 
shall receive an additional seventeen cents ($.17) per hour over and above the normal hourly rate 
for each hour of snow plowing operation. The seventeen cent ($.17) upgrade shall not be 
retroactive to 1999 services during the winter of 1998/1999. This amount shall be increased to 
eighteen cents ($.18) effective January 1, 2000. 

Tri-Axle Truck Drivers: Operators of a tri-axle truck shall receive eighteen cents ($0.18) per 
hour in addition to the Large Truck wa e rate for all time o eratin a tri-axle truck. 

ELECTED: May-15 ### 5/1/2016 4/19/2016 
Mayor $71,050 ### $72,115.75 
City Attorney $92,000 ### $93,000 
City Treasurer $72,000 ### $73,000 
City Clerk $62,000 ### $63,000 
Municipal Court Judge $12,000 ### $16,000 

$14.86 

$21.01 

$13.39 
$13.75 

$13.39 

$12.39 



City of Fond du Lac 
City of Manitowoc 
City of Superior 
City of Wausau 

COMPARABLE COMMUNITIES 
USED IN PAY STUDY 

City of Marshfield 
City of Neenah 
City of Watertown 
City of Wisconsin Rapids 

The following communities were initially included in the comparable 
communities list, but were removed by City Council action: 

City of De Pere 
City of La Crosse 

City of Eau Claire 
City of Sun Prairie 

The Personnel Committee and City Council voted to include both Public and 
Private Sector comparable data. The City Council voted to contract with an 
outside vendor, Carlson Dettmann, LLC to conduct the pay study. 



CITY OF STEVENS POINT, WI 
Classification/Compensation 
Study 
Policy Review 

Carlson Dettmann Consulting, LLC 
Charles E. Carlson, Consultant 

September 30, 2013 



Policy Discussion Agenda 

o lob evaluation review 
• Factors 
• Examples 

o Market measurement 
• Sources and benchmarks 
• Data Weighting 

o Pay plan design method 
• Regression analysis 
• Pay structure 

o Pay policy considerations 
2 



Our Recommended Approach 

o In general, balance internal 
consistency with market 
competitiveness 

o One pay plan for all staff 
• Except police, fire, and transit 

• unions 

o Emphasize performance 
management 

3 



Internal Consistency - Job Evaluation 

o Evaluations based on documentation 
o Five factors 

• Education & required experience 
• Decision-making 
• Thinking challenges 
• Communications 
• Working conditions 

o Objective analysis and application 
• Internal review and adjustments 

o Appeals following adoption 
4 



Human Resources Example 

Formal Prep Exp Decisions Thinking Communication Work Environ Total 

JOB TITLE Rating Points Rating Points Rating Points Rating Points Rating Points Points 

DIRECTOR 6E 198 5C+P 402 50 198 so 228 1L so 1076 

MANAGER 60 198 4BP 174 4C+ 152 4C 131 1L 50 705 

ANALYST 6C 172 3+A+P 1SO 4C 131 4C 131 1L so 634 

OFFICESUPV SC 114 3A+P 132 3C 114 3C 99 lL so 509 

ASSISTANT 3C 86 2AS 75 28 75 28 75 1l so 361 

5 



FORMAL PREPARATION AND EXPERIENCE 

BXPBIUBNCB PROPILB TOQUALJPY POR nm POSmON 

Oto6 7mmtbsto ztoa 4to5 6to7 8to9 10to11 12plus 

PORMAL P!<EPARA'DON Lne1 maalbs lyur yeas ymn yeus years yeus }'MI'S 

A B c D E p G H 

Nonqllired specifications 1 

Basic rudJng. writing. and malb skills 2 

Higb school compttm~ or eqaivalmt ~ A55t 

Hig1l ~ plm m adcliffcmal l year al 
fonna1 preparation 4 

lDgh Khool pms m additiaull 2yws of s 
fonnal prepaation ' 
Pmma1 pnpuatioDeqaivalent to atom.,._ 

6 
A M D 

degree 

Formal pnpantiaa lequinsan advwecl 7 degree ~tto b masla'slewl 

Formal ptwl!pB&tioD mquires aaaclvmcl 8 degTee ~tto the dodDnl level 



DECISION MAKING (IMPACT) 

EXTENT OPDECJSION MAKL"'iG (A/B/C/D)-NATURE OP DECISIONS (A/S/P /F) 

IMPACT OP )VDCM!NT9 .LZVEL JOB-CEN'l'EPZD DEPAKJ.'MENT-WJDE MVL11PLE DD'AP:'l'MEN'r.S ORGANIZA'l10IN- WIDE 
A • c D 

A 9 p p A 5 p F A 'S p I' A 9 p p 

LEAST-Debiileclpniadura I~ 1 
md.clase~ 

CO!alNED-PrcK:eiLms I pm!acaJs .in Ant 
clea mcl wpsrisi-. is anilaWe u 2 
ftq\lileelw~ 

MODERATE-Politics and~llN s 
dar md wpenisiami I mmaperial 3 
dinldiml8 avaiblile as nquestecl A 

CONSIDEllABl.E-Deparim.mtpolic:ies 
;mcl pndiice me irdu(*clled. uid qplied. 

' withcmly ~ supenisiab I M 
I mamgeialdindian 

SUBSTAN'llAL-Jud.gmenk ia-1n 
lm.llti-deputl:neDt poJic!y iDliea eblim pi 5 *I ar cWiniDc aaw palicHs oi aujar D 
ilnpmt:mce to Le acguiizatian 

INCLUSIVE-}~ dnlwil!i 
~af&eatin~ 6 witNn onnll ~~khed..,. 
thr~mtharity 

7 



THINKING CHALLENGES AND PROBL.EM: SOLVING 

REQUIRED RBSPONSB 

Mab clear-mt 0100Se Choose the best E1t411rine DnelopU1d. 

CON'l'E).T AND COMPLEXII'Y OP 
choices amnngsneal altBmtive Imm nsearcb. and offer criginal 

CHAL1£"'1'CE5ANO PROBLEMS LEVEL nspame.sat amnngihe nsolweach cnatift 
eqaald!ct possibilitias chlllmge/issue sabltims 

A B c D E 

Complexity is law and cJWlengt"S I problam 
1 .. nlatively millimal 

Cb.Umps I problems tmd to bematine Asst 
procectun I pzoc:ess &sues 

2 

Cb•Dmges I problems tl!lld to be moH s 
diverse but an typically c.vnncl by 3 
pncedent or establisbed practM:e 

ClWlenges I problems ID1l5t be l.ddnssed A 
within brm.der, d§llbiig-wide proc:ed111e " and :Sadices :M 

CbaDanges I problems are compMted and D 
reqWre inll!lpntatiDln and application of 5 
~-'oJ!ecl::im 

CblllJenges I problems are complex. nlating 
tobmad~JMP:in 

6 
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INTERACl10NSANDCOMMUNICATIONS 

OUTCOMBSAND BPPBCTS 

CONTEXI' OP INTERACIION5 
LEVEL A B c D E AND COMMUNICATIONS 

Respo:nses ue pr01'id.ed to olu!ls' 
:requests for~ gmenl 1 
informatia:n 

Reques1s ce answered md cxmtacts Asst 
initiated to excbmge hlsic. pnmal 2 
information 

Specialized infa:nudion avt/ « s 
recommendations are pcrrided to 3 
otl1en ngarding m area of expertise 

Actinly penuadRS utd/ar dinc:ts Mli:A 
·otbms toward acbievemmt of 4 
expedlKi oukGmes 

lntaactians ce tnqumtly focused D 
an complex issues of majar ' impadance to 1be organization 

lntaadia.ns are ccmiststly focmed 
maitial open.tiaml Gd/or 6 
govemance bsa.ts 



Objectives 

o Move to a uniform pay plan 
• Based on job evaluation and market 

competitiveness 

o Allocate positions into grades with 
SO-point intervals 
• Presently dozens and not uniform 

10 



Market Measurement Method 

o Sources 
• Custom public sector surveys 
• Bureau of Labor Statistics 
• Towers Watson selectively 
• Central WI SHRM 

o Results 
• lob classifications matched to data 

11 



Policy Question #2 

o Where does the City want to position 
itself in its labor markets? 
• High? 
• Low? 
• Average? 

o Data weighting 
• Depends on recruitment/retention experience 

o Do benefits matter? 
• Yes; health insurance is key 
• Stevens Point pays a lot for employee health 

plan 
• How should this factor? 

12 



Weighting the Data 

JOB LEVEL PRIVATE PUBLIC 

Department Heads & 
25% 75% 

Managers 

Supervisors, Professionals 
50% 50% 

& Advanced Technical 

Non-exempt 75% 25% 

13 
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City Health Plan Cost Concerns 

Family Plan Cost Employer Pct. Employer Cost Employee Cost 

Kaiser Avg. $15,500 72% $11,160 $4,340 

Stevens Point $26,224 91% $23,838 $2,386 

Difference $10,724 19% $12,678 -$1,954 

15 



Designing a Pay Structure 

o Currently 
• Step system for traditional non

represented staff 
• Variety of plans for positions covered 

by traditional bargaining 

o Decisions for new plan 
• Decide market placement 
• Update and extend the type of 

structure used for non-represented 
• Decide on role of performance 

management 

16 



Option A - Revised Current Step Plan 

o Step system 
• Steps= 2.5°/o of range C/P 

o Similar to what have now for 
traditional non-rep group 
• Range spread = 28.5°/o 

o Progression based on annual 
performance at least meeting 
expectations 

17 



Option B - Open Range Plan 

o Structure 
• Minimum, Control Point, and Maximum 
• 50°/o spread 
• No fixed steps 

o Establish a merit pay matrix to 
• manage progression 

o Adjust schedule periodically based 
on market changes 

18 



Option C - Combination Plan 

o Spread of 137°/o 
• Minimum= 87.5°/o of C/P 
• .Maximum= 120°/o of C/P 

o Steps over 5 years to Control Point 
• Step= 2.5°/o of C/P 

o Use merit between Control Point 
and Maximum 
• Like with Open range plan 

o When increase structure, increase 
steps 

19 



Final Analysis -Pay Plan Makes Sense If .. 

o Plan is internally equitable 
o Pay ranges reasonably reflect what 

employees can earn in your labor 
market performing similar duties 

o Supports employee development 
o Employees have opportunity to 

make more based upon 
contribution 

o Can be funded and maintained 
consistently 

20 



C/Ratio Statistic 

o C/Ratio is the relationship between 
current pay and pay range C/ P 

o Based on current regression results 
and data weighting we are 
recommending 
• Overall C/Ratio of new plan would be 

112.5°/o 

o There will be extensive red-circling 
under either of the 3 options 
• Most extensive under Option A 

21 



Name: 
Employer: 
Title: 
Work Location: 
Immediate Supervisor: 

CARLSON DETTMANN CONSULTING, LLC 
Job Description Questionnaire ODQ) 

Date: 

Department: 
Phone: 
Supervisor's Title: 

TIME EMPLOYED IN CURRENT JOB TITLE (in years and months): 
TIME EMPLOYED IN CURRENT DEPARTMENT (in years and months): 
TOTAL EMPLOYMENT WITH THE ORGANIZATION (in years and months): 
WORK HOURS (Start/Finish): 
FULL TIME: I REGULARPART-TIME (%): 
OTHER 

I. POSITION SUMMARY 
Briefly state why your position exists and what you consider the most important impact the position has on the 
organization. 

II. ESSENTIAL ACCOUNT ABILITIES 

Please identify the essential accountabilities of your position, which should be the most important responsibilities of 
the job. Indicate the approximate percentage of time spent on each accountability annually. Then explain how the 
outcomes could be measured. 

HOW OUTCOMES COULD BE 
%ofTime ESSENTIAL ACCOUNT ABILITIES MEASURED 
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ID. FORMAL PREPARATION/EXPERIENCE 
Please answer the following based on the most representative combination of formal preparation and relevant 
experience to qualifv for the position. 

1. Formal preparation (or equivalent) required to qualify for the position. (Indicate your relevant formal 
preparation, as well.) 

2. Relevant work experience required to qualify for the position. (Indicate your relevant experience as well.) 

3. Note any other training that is required for the position. (Indicate additional training, licenses or certifications 
that you have.) 
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IV. JUDGMENTS MADE 
Please identify what you believe are the most important judgments/ decisions that you make in performing your job. 

WHO, IF ANYONE, REVIEWS WHAT IS THE IMPACT OF 
EXAMPLES OF JUDGMENTS THESE JUDGMENTS THESE JUDGMENTS 

V. WORK RELATIONSHIPS 
Please identify the most typical work relationships of your position with other persons, functions, or organizations 
inside or outside of your own organization. 

Typical Work Relationships Purpose of the Relationship 
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VI. WORK ENVIRONMENI 
% Inside (sheltered) % Noise I % Travel Required 
% Outside Work % Fumes, Odor I % Temperature extremes 
% Hazards % Other (note) 
Are there any unusual physical requirements for your position? (Y/N) 
If yes, please explain. 

vn. PROBLEM SOLVING 
Please identify the typical types of problems you solve on a regular basis in performing your job. Also, include 
information on who else may be involved in helping with problem resolution. 

vrn. SUPERVISION I MANAGEMENT 
Where it applies answer the following. Otherwise, put "Not Applicable" or "Don't Know." 
Responsibility for others: 

a. Number of People: 
b. Their Position Titles: 
c. Which, if any, of the following do you perform? 

1. Directly Suoervise? 
2. Train I Instruct? 
3. Give Work Direction? 
4. Do Project Management? 
5. Conduct Performance Reviews? 
6. Discipline? 
7. Hir? e. 

Note assets, facilities, equipment, or funds, if any, for which you have some deeree of accountability. 
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IX. UNUSUAL/ UNIQUE MENTAL REQUIREMENlS 
Does your position require any unusual or unique mental requirements? 

X. ADDITIONAL DATA/NOTABLE INFORMATI01'1 
Please identify any other information that would help someone else understand your position more clearly: 

XI. SUPERVISOR'S REMARKS 
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JOB EVAt-UATION 

JoL evaluation i!, a systematic process used to estabhsh internal equity among positions and the foundation for the develorment of 
an overall classification hierarchy. The procc!35 has e"-ol.ved from ba<>ic job slotting to a more refined and systematic applkation of 
se\'e.ral compensable factors to positions being e,·aluated. Most current JOb evaluation methodologies are known as point-factor 
sy:,tems. 

Our point-fador job evaluation methodologv create!> a total point profile based on the h1eadth and depth in each position u;>ing the 
factors of: Formal Preparation and Erperierice, Dew-ian Making, Thttiki)zg ChaU:mges anJ Problem Solvmg, Infrractions and Comm11mc.anons, 
and WClrk Env1mm1ient. 

To ach~Pve and maintain effective and bias-flee job evaluation, evaluators Tl'.'USt: 

• £.xerdse consistent application of the S\ stem, babcd on th0rough training and a common understand.ing of the 
concepts of internal equity and position dassif1cc.tion. 

Commit to addressing and removing any process bias that would result in over-evaluating or under-evaluati'i1g a 
position 

Ensure that no evaluations are ::1cheduled or completed without current md c.omplete job documentation and 
relevant background information. 

Be sufficie1.ttl~- inclusive from a process '>tandpo~ni: to help ensure r:-reciihi1ity of the Job evaluation methodology 
throughout the organization. When u&mg a committee for job evaluation, members chosen for that committee 
should, as a whole, represent the brec.dth and depth of the organization. 
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PROCESS DIRECTIONS 

FORl\'.lAL PREPARATIOr~ AND EXPERIENCE 

In applying this facto1 , determine the most representative combination oi formal preparation and Pxperience typically required to 
qualify for the position being eva.1.uated. It is important to verify th~ minimum acceptable qualifications of the posil:lon by reviewing 
current job desaiptions and any additional job documentation available to evaluators. 

Formal Preparation 

The knowledge accumulated through formal 
preparation I training/ education which is 
dktinguished by a curriculum and testing of that 
accumulated knowledge. 

Carlson Dettmann Con!.ulting,, LLC 

Experience 

The most representative profile of rdevant prior 
ex~ne1lce rl!quired to qualify for the position 
being e'l.aluated. 
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FOf<MAL Pl<EPARJ\.TION A1'1D EXPElUE~~CE 

EXPERIENCE PROFILE TO QUALIFY FOR THE POSITION 

Oto t> 7 months to 2 to3 4 toS b to 7 8 to9 10to11 12 plus 

FORMAL PREPARATION Level m'.Jnths lyear years years years years yc:ars y~ais 

A B c D E F G H 

No requir~d specifications 1 

Basic reading, writing, and math skiUs "' ... 

High school c0mpt>tenc1es or equivalent 3 

H~gh school plus an additional 1 year of 
-1 formal p1eparatic..n 

High school plus <''!' additional 2 years of .3 
fo1mal preparation 

formal prepr.ration e'}uivalent to.:. fen-year 
6 degree 

Formal prepar 1t1on requires an advanced 
7 

degree equivaient to the master's level 

Formal prepa1a~1on •cqui:·es an >i.dvanc~d 
8 degree equivalent to L'1e Joctoral level 

Carlson Dettmann Consulting,, LLC Pages of 13 



PROCESS DIRECTIONS 

DECISION MAICTNG (IMPACT) 

In applying this factor, determine th~ freedom to ad that is del<.'gated to th~ position, the extent of the orgaruzahon eftectcd by thos€ 
action'>, and the best characteriLation of dcciswn making typkal of the position being evaluated 

Freedom to Act 

Determine the most representative level of 
autonomy delegated to the position for initialing 
actions or making decisions. 

Extent of Actions Taken 

Determine the breadth oi the 01ganization 
affected by actions taken that would be trr1cal 
for the position. 

Carlson Dettmann Consulting,, LLC 

Decision Making 

Determine the degree of decision making which is 
mosl representative from the following. 

Ancillary (A): information i.s provided to others for 
their decision making. 

Suggesting(~: information is provided with 
additional research o.nd observations wltich 
c.ontributes to the decision making process. 

Participatjng.[!1. deci.sion making reqt..ires a close 
collaboration of all those irwolved in the decision 
making process. 

Fm~J (Fl: clear and ongoing responsibility for final 
decisions in most cases. 
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DECISION :i\tlAI<Il'-JG (IMP ACT) 

EXTENT OF DECISION MAI<Il'1"G (A/B/C/D)-NATURE OF bEC!SIONS (A/S/P/F) 

JOB-CE;\/lER£D DEPARTMENT-WIDE 
MlJLT1PLf. ORGANIZATION-

I::vtP ACT OF JUDGMENTS LEVEL DFPART\.fFNTS WIDE 
'\ B c D 

A s p r A s r F A s p F A 5 p F 

LEAST - Detiiled procedures / 
1 protocol.; and dose supervision 

CONFINED-Procedures/ protocoli: 
~re dear and supervision is available 2 
as rtquired or t-equested 

MODERATE-Policies and 
precedents are clear and supervi'>ion / 3 
managerial direction is available a" 
• equest.e<l 

• CONSIDER.ABLE-Department 
policie6 and practLces are :nterpreted 

4 and applied with only general 
sttpervision / managerll.l directiot> 

SUBSTANTIAL-Judgments involve 
multi-department polil .. :v inttrpretation 

5 
and/ l.lr defining new policies of major 
importal'.'ce to the organization 

INCLUSIVE-Judgmmts d Lal \':ith 
governa11cP. of the ent:i.re organizanon 

6 within overall pa:i.ameters estaolished 
ny th"? goveroil'\g a\'.t!1onty I 

I 
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PROCESS DIRECTIONS 

THINKING CI-iALLEI~GES AND PROBLEl\II SOLVING 

In applying this factor determine the represcntathe thinking challenges al"'d p1oblem solving required on an ongoing baslS, and 
thereafter, the depth of intellectual response to those challenges and the creativity inv0lved in solvmg rroblems. 

Context and Complexity 

Determine the context and complexity of challenges 
/problems in relation to estabh~heJ procedures, 
protocols, and policies. 

Carlson Dettmann Consulting,, LLC 

Required Response 

Determine the depth of response required by the 
po~ition . 
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THINI<ING· CllALLEl~GES Al.ND PROBLE!v.1 SOLVING 
REQUIRED RESPONSE 

Ma1'.e clear-cut Choose Choose the best Examine, Develop and 

CON1 EXT AND COMPLEXITY OF 
<.ho ices among several alternative frorr.> research, and offer original, 

CHAI.LFNGES AND PROBLEMS 
LEVI.L responses 0f among the resolve each creative 

equal effect poss1bil1tles challenge/Issue solutions 
A B c D E 

Complexity is low and Lhalknges I problem& 
1 

are relatively minimal 

Challenges/ problems tend to be routine 
2 

procedure / process issues 

Challenges / problems tend to be more 
diver;;e but are typically cov(:red by 3 
prect-dcnt or e .. tablished practice 

Challenges / problems must be addressed 
within broader, department-wide procedu .. :es 4 
and_pradice§. 

Challenges I pro?lems are complicated and 
require interpretation and application of 5 
:QOlic1es and objective~ 

Challenges / problems are complex, relating 
{) 

to pr9ad orerating pq!ides 

Challenges I prol.>lems deal with the 
7 

or~anizabon·s mission and governance 
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PROCESS DIRECTIONS 

INTERACTION'S ft~D CONlMUNICATIONS 

In applying this factor, first determine the context of business interactions and communications whi.::h are an ongoing part of 
peorforming the position being evaluated, from answering requests for basic information to the most critical ope1ational and 
governance issues in the organization. 

Second, determine which of the characterizations below best desc:ribf> the outcomes, effects, <'.nd impacts of these interactions and 
communications in the organization. Be sure to recognize the impact of such communications both inside and outside of the 
01g.mization. 

A. Interactions and communications are limited to effective working relationships. 

B. Interactions and commun1cations have a noticeable etfect on the flow of information and/ or data m fo.e organi7ation related 
to basic procedures and prc.ctir~~-

C. Interartions and communications tend to control and/ or mn'1 Hy the flow of information and/ or data in the organization 
iefated to basic procedures and piactices. 

0. Jr,teractions and comnmniC"ations regularly focus on new policies and/or the modification of exisb.ng policies. 

E. Interactions and commumcations pnmarily and reguJatly deal \4.rith the most major operational and/ or governance issues in 
the organization. 
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II\TTElU:..CTIONS A.1".J"D COM1'/fUNICATIONS 

OUTCOMES AND EFFECTS 

CONlEXT OF INTERACTIONS 
LEVEL A B c D E 

AND COMMUNICATTONS 

Responses are provided to others' 
request<; for basic, general 1 
infortn<:.tion 

Requests are answered and contacts 
initia~t?d to exc.hange basic, general 2 
inforlll.ahon 

Spedalized information and/ or 
recommendations are provided to 3 
otherb regarding an area of expertise 

Actively persuadt?s and/ or directs 
othert:. toward achievement of 4 
e>rec.tcd outcomes 

Interactions are frequently focused 
on romrlex issues of major 5 
impo1t<lnce ro the organization 

Interaction" are consistently focused 
on critkal operational and/or 6 
go\ l'rnance issues 
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PROCESS DIH.ECTIONS 

V/ORK EI~TIRONlVlENT 

In applying this factor, first det~nnme the potential for injury in performing the job bemg e\·aluated. Also dctl:!rmine what 
recognized health hazards regularly exist in the !ypical ¥.ork environment of the job being evaluati:!d. 

Second, determine the phys1cal 1·equirements to perform the job being evaluated as expectEd and within establisheJ organizational 
pohc1es related to good safe~ practi;:;es. 

Low The position requires a low degree of p1'ys~cal effort. 

The position requi!"es regular physil:al effort performed in at least half 01 more of the job. 

High The position requires physical activity that requires continuo11s, major effort that could be most, if not all, of 
the position. 
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VVORI< Ef{t/IRONivIENT 

PHYSICAL REQUIRF.M&'\JTS 

POTENTIAL FOR ACCIDENTS AND/OR HEAUH 
LFVEL LOW MEDIUM HIGH 

HAZARDS N THE REGULAR WORK ENVIRO:'.'IMENT 

Minimal 1 

Limited pott?ntial for accidents and some exposure tQ one 
2 or two recognized health hazards 

Some potential for accidents and some exposure to 
3 multiple recognized health hazards 

Potential for lost-time accidents anJ regular exposure to 
4 multiple recognized health hazards {.1r frequently to .:ine) 

Frequent potential for lost-time acdJer.ts and conhnuous 
5 exposure to h.?alth haLar~s 

Contiru0us potential for c;evere / h>st time a<:.cidents 
and/ or intense exposure to recogni7-ed health ha>:ai::ds 6 
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City of Stevens Point, WI 
Classification/Compensation Study 
Findings and Recommendations 

November 11, 2014 

Carlson Dettmann Consulting, LLC 
Madison, WI 

~SON 
DETTMANN 

CONSULTING 



Project Objectives 

o Balance internal consistency with 
market competitiveness 

o Consolidate pay plan structure 
o Review linkages between benefits 

and pay, and performance and pay 

Pay plan presented today fulfills 
these objectives 

~SON 
DETTMANN 

CONSULTING 
3 



Major Study 

o About 130 employees 
o Over $6.lM payroll 
o Avg. annual FTE wage = $48,800 

CA.iysON 
DETTMANN 

CONSULTING 
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Job Evaluation Internal Consistency 

o Evaluations based on documentation 

o Five factors 
• Education & required experience 
• Decision-making 
• Thinking challenges 
• Communications 
• Working conditions 

o Objective analysis and application 
• Internal review and adjustments, where 

justified 
• Appeals following adoption 

CA!y.,SON 
DETTMANN 

CONSULTING 



Using the Results 

o Result is many job classifications, each 
with a point score 

o What do we do with this? 
• A unique pay range for each classification is 

unworkable 

o Instead, allocate positions into grades 
• BUT, one unified plan for the City of Stevens 

Point 

CAN50N 
DETTMANN 

CONSULTING 
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Three Major Policy Questions 

1. What are your comparison 
markets? 

2. Where does the City want to 
position in those markets? 

3. How do you want to deliver pay? 

~ON 
DETTMANN 

CONSULTING 
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Q#l : Market Measurement? 

o 20 benchmark positions 
• Job classifications matched to data 
• Representative of different pay and 

responsibility levels at the City of Stevens 
Point 

o Data sources 
• Custom public employer survey 

* 8 cities selected by City Council 
* Fond du Lac, Manitowoc, Marshfield, Watertown, 

Neenah, Superior, Wausau, and Wisconsin Rapids 

• Published data from established sources 
* Bureau of Labor Statistics, Towers Watson, It 

Central WI SHRM 

~ON 
DETTMANN 

CONSULTING 
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Policy for Weighting the Data 

JOB LEVEL PRIVATE 

Department Heads & 
25% 

Managers 

Supervisors, Professionals 
50% 

& Advanced Technical 

Non-exempt 75% 

~SON 
DETTMANN 

CONSULTING 

-·- -

PUBLIC 

75% 

50% 

25% 
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Policy Question #2 

o Where does the City want to position 
itself in its labor markets? 
• Based on discussions with Committee, 

plan is built around average pay 

o Do benefits matter? 
•Yes 
• Health insurance is being addressed 

* More work to be done 

• Employees now contributing 50°/o of 
pension 

CARJ.sON 
DETTMANN 

CONSULTING 
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Q#3: Pay Delivery - Options? 

o Public employers across Wisconsin are moving to 
more performance management 

o Quick movement to pay for performance is 
relatively rare 

o Interest is intense in making at least some 
compensation performance driven 

o Desire tends to outpace ability to manage ••• but 
that can change and assistance is available 

<:msoN 
DETTMANN 

CONSULTING 
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Pay Plan Design 

o Assume the City will continue current 
structure 
• Step 6 (Control Point, or C/P) linked to market 

estimates 

o 11 steps 
• Minimum = 87.5°/o of C/P 
• Maximum = 112.5010 of C/P 

o Steps require performance at least 
meeting expectations 
• Steps 2-6, each year 
• Steps 7-9, every two years 
• Steps 10-11, every three years 

~SON 
DETTMANN 

CONSULTING 
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Trend Line Data 

o Equation for pay policy line: 
• y (predicted pay) = $.0483 times x (job 

evaluation score) - $7 .593 
• .0483 is line slope (every point = $.0483) 
• -$.7593 is the y-axis intercept 
• Correlation coefficient is 0.94 

* Can be interpreted as job evaluation system explains 
94°/o of the variance in market pay 

* This is a very high coefficient; tight fit 
* Excellent basis for designing a pay plan 

~SON 
DETTMANN 

CONSULTING 
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Example of How We Use the Line Data 

o Objective is to create range Control Points linked to 
market data 

o Example: Calculating a Grade Midpoint ••• Grade "l'' 
• Grade J Point Range is 550-599 pts. 
• Middle value is 574.5 pts 

o Using the line equation 
• ($.0483 times 574.5 pts) - $.7593 = $24.89 
• $26.99 aged by 1°/o = $27 .38 (with rounding) 

o Becomes the Gr l Control Point (Step 6) 
• Range= $23.96 to $30.80 

CARfSON 
DETTMANN 

CONSULTING 
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CllY OF mvENS POINT 

RECOMMENDED 2014 S1£P STRUCTURE - HOURLY FOllMAT 

n.sa -- R.s9li 511A 

GrWlle sc.rt &cl ........... StmpZ S..J. Slllp• 
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CITY OF5TEVENS llOINT 
RECOMMENDID 20MSIEP STRUCTURE-SAIMY FORMAT 
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Recommended Option 

o Why not variable pay for performance 
now? 
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Pay-for-Performance Requirements 

o Centralized form of government with authority 
granted for centralized decision-making 
• Consistent administrative support 
• Department head accountability 

o Accurate performance measurement 
• Forms need to be developed 
• Skilled, trained managers and supervisors 
• Auditing and re-training 

o Strong, consistent political support from the City 
Council 
• Can't be a fad 
• Adequate funding 
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Implementation 

o If below Minimu·m, go to Minimum 
o If within range, go to step that 

provides an increase 
o If above Maximum, freeze (red

circle) until grades catch up 
• or promoted or reclassified upward 

o City has provided implementation 
analysis and fiscal estimate 
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Red-Circling in Practice 

o Principle: Individual employee pay not 
reduced if above range 
• Significant morale issue if cut pay 
• Should only cut pay if financially imperative 
• Savings come with turnover 

o Red-circling does not mean can't grant 
inflation adjustments 
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Appeals and Maintenance 

o Appeals processed following plan 
adoption by City Council 
• Must be based on documentation 
• For changes in responsibilities 
• Missed items on documentation 
• Feel not classified correctly 
• Council policy decisions on market, 

implementation, and pay structure cannot be 
appealed 

o Maintenance plan 
• Annual opportunity for classification review 

o Periodic market review 
CAly.sON 
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November 13, 2013 

MEMORANDUM 

TO: Mayor Andrew Halverson 

FR: Charles E. Carlson, Partner and Consultant 

RE: Proposed Pay Plan 

QNSON 
DETTMANN 

CONSULTING 

On Monday evening, November 11, the Personnel Committee voted to send the pay plan that we developed with you to the City 

Council on November 18. In doing so, the Committee asked for additional information on the methodology used to develop the plan. 

Accordingly, I am providing this executive summary memorandum to you for your Council presentation. In addition, you have provided 

the outline that I used for reference at the Committee meeting. This memorandum will be an expanded version of that outline. 

The uniform pay plan that we developed, under the terms of the Scope of Work in our professional services agreement with the City, 

covers approximately 130 current staff with an annual payroll of approximately $6.15 million and an average base salary of $48,800. If 

adopted the plan would pull a diverse group of pay plans into a uniform structure with 16 pay ranges; 13 ranges would have positions 

assigned, and three would be vacant and available should positions change. 

The City is familiar with this process because it is identical to the research methodology we used, and the City Council adopted, seven 

years ago for what was then called a non-represented employee pay schedule. The base pay of all other employees was determined by 

collective bargaining under a system of laws and regulations that effectively precluded any reference to private sector pay or benefits . 

In adopting what is known as Acts 10 and 32, the Wisconsin legislature reduced collective bargaining scope to cover only a limited base 
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wage increase and safety conditions. The structure and administration of the pay plan for all employees, except unionized protective 

service and transit employees, is now the City Council's obligation. 

Therefore, the scope of this project was to develop a pay plan that would do the following: 1) balance Internal equity and consistency 

with market competitivenessj 2) develop a consistent pay plan for all covered staff; 3) emphasize performance managementj and 4) a 

review of the level of benefits provided City of Stevens Point employees. 

Internal Relationships 

Internal equity and consistency was achieved using CDC's Job Evaluation System to rate five key job-related factors. The job evaluation 

factors are: 

• Formal Preparation and Experience 

• Decision Making (Impact) 

• Thi.nking Challenges and Problem Solving 

• Interactions and Communications 

• Work Environment 

When the evaluation was finished, the point scores on each factor were totaled to obtain the overall point value of the job. Having a 

point score allows CDC to band jobs together that may be quite dissimilar in order to establish a job hierarchy and classification system. 

CDC determined the number of recommended pay grades by placing jobs with similar total point scores Into a pay grade with the 

assumption that jobs of similar value should have the same pay opportunities. Because there are five factors of job worth measured, 

jobs can end up In the same grade with differences in point scores among some of the factors. 

Competitiveness 

At the direction of the City Council, our market analysis included base wage data from the following cities: Fond du Lac, Manitowoc, 

Marshfield, Watertown, Neenah, Superior, Wausau, and Wisconsin Rapids. Private sector matches were developed from the following 

sources: U.S. Bureau of Labor Statistics, Central Wisconsin Society of Human Resources Survey, and Towers Watson. 
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In analyzing the data, we weighted the public and private sector data according to typical market experience, which the City 

administration verified, as follows: Management jobs at 75% public sector/25% private sector; mid-level positions (first line supervisors 

and professional staff) at 50/50% each sector; and non-exempt {hourly compensated positions at 25% public sector/75% private}. For 

your information, we have completed, or are in the process of completing pay studies in four of the eight cities selected by the City 

Council for market comparisons, and in all four of those projects, those cities required us to use private and public sector data, and the 

weighting was similar to the Stevens Point project. The resulting benchmark data used to develop the new pay plan is as follows: 

Benchmark Position JEScOfe 
Haurly Market Market Public Private 
Rate· Estimate Index Sector A'VI[. Sector Avg. 

CUSfODfAN 342 52056 $16.67 12SY. $20.94 $15.2S 
DPW MAINTfNANCE WORKER 386 $21.SS $17.90 119,... S21..80 $16.60 
ADMIN SUPPOHf SPECfAUST 400 $17..59 $18.14 97% $18..88 $17.89 
ACCT Cl.ERK II 401 SU.95 $1723 104% Sl9.21 $1657 
EQUIPMENT OPERATOR .4()8 $21.30 522.46 95% S22.96 $22.29 
ADMINISTRATIVEASSISTANT - FIRE 481 S22.SS S21.5S 103% $20.41 $22.GS 
ME~NrC 4&4 $20.46 $21.40 96% $22..99 $20.87 
ADMfNISTRATIVEASSISTANT /PAElALEGAl 509 $21..23 $23.00 92.% $23.00 
fNGTfCH Ill 518 $22.91 $23.79 96'e. $23.79 
BUllDJNG INSPECTOR 594 $30.04 $26.26 114Y. S28.84 $23"69 
SENIOR ACCOUNTANT 679 S25.76 $28...62 90Yo $28..62 
IT NElWORKADMl.N D81 S27.31 $31.34 87%. S3l.34 
HUMAN ~'ESOURCf MANAGER 742 S30.88 $39.89 77% S39.45 $41.21 
SUPERINTENOENT Of STREETS 752 S31.67 $39.77 80¥ .. S39.n 
ASSLSTANTPOUCf OUEF 113 $34.27 S39.54 87% $39.54 
CITY fNGlNEER S.35 $33.00 $42.20 78% S42.45 $41.46. 
DIRECTOR OF PARKS, R~ & FORESTRY 874 $36.93 $36.78 1orw. $36.78 
FIRE CHIEF 951 $3.9.16 $44.57 88% $44.51 
PUS. WORKS DIRECTOR 971 $3.152 $49.37 64% S49.37 
'POLICE CHIEF 979 $40.12 $43.31 9.3.Ya S4S.31 

A~ Market Index 94% 
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The job evaluation results for the benchmark positions is useful for developing a new pay plan if there is a close relationship 

between job scores and market rates. A valid job evaluation system/pay model accurately "predicts" market pay. Is this the 

case with the City of Stevens Point data? 
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Clearly, the relationship between job evaluation scores and our market estimates is strong, as measured by the regression coefficient 

of 0.94, which can be interpreted as 94% of the market variance can be explained by job evaluation scores. The equation for the 

market line is: y (Predicted pay/Control Points) = {$.0483 (sl.ope of the line) times job evaluation score} - $0. 7593 (y-axis intercept). 
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What, then, is the relationship between this market policy line and current City pay practices? Is the City paying high, low, or on 

target? The graph on the following page tells the story. The City is paying somewhat above market for its lower level positions and 

substantially below market for its supervisory and management benchmark classifications. 
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The black line reflects the relationship between job evaluation scores and the City's current pay rates; the gray line again is the market 

line that graphed above with the benchmark data points. The plan summarized below would correct these pay relationships over time 

and with manageable fiscal impact. We have developed our recommendations on an assumption the City's policy will be to try to 

"match" the market on average. 

The Plan Recommendation (As presented to the Personnel Committee) -

The plan is a recalibration of the step plan currently covering management employees. It has eleven steps, range spreads of 28.5%, and 

each step is 2.5% of each range Control Point, which also is the midpoint of the grade. Each range Minimum is 87.5% of the Control 

Point, and each range maximum is 112.5% of the Control Point. The new pay plan matrix is on the following page of this executive 

summary. 

We developed the following implementation strategy recommendation in consultation with the Mayor's office and Human Resources: 

• Pay plan implementation would be at the start of the first full pay period in January 2014. 

• Any employee currently paid below the Minimum of the new range would be increased to the Minimum rate. 

• Any employee currently paid at a rate between the range Minimum and Maximum would be placed on the step that provides 

an increase; there would be no special adjustments for length of service or performance. 

• Normally, employees would be hired at the Minimum, unless an applicant has unusually strong qualifications desired by the 

City. 

o Progression up to the Step 6, the Control Point, is in one-year steps. 

o Progression to Steps 7-9 would be in two-year increments. 

o Progression to Steps 10-11 would be in three-year increments. 

• All employees would receive an annual performance evaluation. 

• Pay progression through the plan requires that the employee at least meet performance expectations on the most recent 

evaluation. 

• Employees with pay rates above the maximum rate of their pay range would have their pay frozen, or "red-circled" until the pay 

rate is again within the pay range. The City could consider non-base pay, or even base pay, increases in future years to red

circled staff if there are sufficient funds and employee performance meets or exceeds measured expectations. 
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• The City has performed an implementation cost analysis, and this implementation plan is within the amount of funds set aside 

to implement a new plan. 

The pay matrix Is based on the formula for the market pay line shown on the market graph: y (predicted pay, or market average) = 

y (predicted pay)= $.0483 times x Uob evaluation score) - $0.7593. Our objective is to create range Control Points linked to market 

data, so for example, in to calculate a Grade Midpoint for Grade which includes all jobs from 550 to 599 job evaluation points. We 

substitute the middle point value of 574.5 points into the pay equation as follows: ($.0483 times 574.5 pts) - $.7593 = $26.99. We 

aged the data 1% for market changes between July 2013 and January 2014, so the Control Point of Grade J is $27.38, allowing for 

rounding, and the pay range is $23.96 to $30.80. 

The allocation of employees to the pay plan by step would be as follows : 

DISTRIBUTION UPON IMPLEMENTATION 
Number of 

Employees at 
Step 1 28 22% 
Step2 9 7% 
Step3 5 4% 
Stap4 8 6% 
Step 5 6 5% 
Step 6 15 12% 
Step7 3 2% 
Steps 4 3% 
Step9 7 6% 

Step 10 2 2% 
Step 11 2 2% 
>Max 36 29% 

Total 125 100% 

There are three major issues with this new pay plan. First, we feel the immediate obligation is to increase the pay of the twenty-eight 

employees who are below the Minimum of their range to the new Minimum. Several of the individual increases will be substantial 
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because the City has been underpaying those positions so much. However, when one considers that implementation only gets them to 

the Minimum, not to the market, and given that their skills are highly marketable for valuable leaders, we feel this is an absolute 

requirement. 

Second, placing employees on the step that provides an increase, instead of placing them on a step that reflects their City experience 

on that job is very hard for experienced employees to accept. However, the alternative is just not within the City's budget. 

Furthermore, they now have a higher pay horizon that can be earned over time. 

Third, the thirty-six red-circled employees are not going to be happy about the new plan. However, we suggest the City consider the 

following observations. 

• The red-circled employees have been above market and still will be, whereas others are just coming to the Minimums of their 

new pay ranges. We have not recommended anyone be reduced in pay, so, as we explained to employees during orientation 

sessions at the start of the project, the worse result would that they would come out of the project making what they were 

being paid going into it. 

• Almost all of these employees are in FLSA non-exempt job classifications for which the City has continued overtime pay 

practices with pay premiums above those required by law. Most municipalities have changed their practices to eliminate these 

premiums. The City has been more than fair in this regard. 

• Third, as will be explained below in the benefits analysis section, the benefits costs, coupled with high pay, make the red-circled 

employees vulnerable to outside competition in a cost-cutting environment. The City has not gone down this path, and putting 

the brakes on this compensation package should work toward improved job security. 

Benefits 

Our project agreement with the City calls for us to "Comment on the quality and cost of the benefit program and recommend 

modifications that seem warranted by the Client's total compensation philosophy." Appropriately, clients ask this be taken into 

consideration because, historically, public employee fringe benefit programs tend to be superior to those typically received by a 

community's citizens, and the public body wants to feel confident it is being fair to taxpayers and employees. How is the City Stevens 

Point doing in this regard? 

Charles E. Carlson 
charles.ca rlson@carlsond ettma n n .com 
608.239.7991 
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All of the data collected by us and others over the years, combined with our years of practical experience, points to a clear conclusion 

that public employee benefits are very good, and typically better than most people enjoy. However, that outcome reflects Wisconsin's 

long-standing public policy, which is not untypical of government policy in many areas of the world, and is completely consistent with a 

practice of hiring public employees and investing in them for a career in public service. 

We asked the City to provide two specific examples from payroll records that break out benefit costs for a manager and for a public 

works employee. The results are tabulated below: 

REGULAR PAY FULL TIME 
OUT OF ClASS PAY 

OVERTIME 
VACATION PAY 

SlCKPAY 

COMP TIME 

flOATING HOLlDAY 

WNGEVlTY 

MISCEUANEOUS PAY 

SOCIAL SECURITY 
MEDICARE 
WORKMAN'S COMPENSATION 

MEDICAl INS FAMlLY Employer Pd 

INCOME CONTINUANCE Empr Paid 

STANDARD UfE INS Empr Pd 

MM UFE INS Empr Pd 

WRS GENERAL ER Cont 

TOTAL COMPENSATION 

Charles E. Carlson 
charles.carlson@carlsondettmann.com 
608.239.7991 

Mid-Leve'f Manager 
$51,.332 

$0 
$0 

$~,221 

$2.073 
$1,424 

$235 

$300 

$30 
$&1.,614 

$3,593 

$840 
$ZD31 

$25#939 
$13 
$22 
$60 

$3,635 

$36,133 

$97,747 

DPWLevel3 
$23,469 

$16,375 

.$2.200 
$3,588 

$669 

$166 
$·660 

$17 
$47.144 

$2,744 

$642 
$1,458 

$25,939 

$10 
$22 
$31 

$2,781 

$33,628 

$80,771 
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We believe any reasonable observer would conclude that the level and cost of benefits provided by the City of Stevens Point to its 

employees is extraordinarily high compared to what is available to the average worker in our economy, and certainly in Stevens Point. 

The cost of fringe benefits can be divided into four major cost categories - required benefits (social security, Medicare, unemployment 

compensation, and worker's compensation), paid time off (vacation, sick leave, holidays, etc.), pension, and health care. 

Of the four benefit cost areas, the City is consistent with others on required benefits (social security, medicare, workers compensation). 

Those expenses are driven by statutory requirements and lost time or reduction in force experience. The City provided three examples 

of total compensation at our request to illustrate the impact of benefits on total compensation. The tabulation is presented on the 

following page of this summary. 

Paid time off benefits costs tend to be higher than most community employers because the City has a workforce with many years of 

service. 

In the retirement area, the State of Wisconsin has an exceptional public employee pension program. It is well-funded and well

managed, and a critical cornerstone of our public employment policy. However, until the passage of Acts 10/32, there was growing 

criticism that it was too rich a benefit because the entire cost was born by taxpayers. Since passage, all public employees, except for 

unionized police, fire and transit employees, are required to pay half of their pension costs, and new agreements are being reached 

with unions representing those exempted employees to do the same. These changes helped level the competitive playing field. 

The fourth benefit cost area - health insurance - remains a challenge, particularly since passage of the Affordable Care Act. The Act is 

raising everyone's awareness about the practical and social equity issues surrounding access to and the cost of health care. 

The most quoted basis of comparison of health plan costs and contribution rates is provided by the Kaiser Family Foundation 

(www.kff.org). Historically, public employees have benefitted from exceptionally good health care programs that mirrored those 

developed in collective bargaining with large private sector employers. These programs were outcomes of the post WWII period and 

the extraordinary growth of the American economy. Unfortunately, our economy changed, and many private sector programs 

disappeared with the private sector jobs and their benefit programs. Public employees remain and continue to be key contributors to 

the quality of our communities. 

Charles E. Carlson 
charles.carlson@carlsondettmann.com 
608.239.7991 
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Two things, though, created a disparity. First, health insurance costs have skyrocketed and will continue to grow at a rate faster than 

our economy. Second, our historic collective bargaining laws and practices insulated public employees from the changes private sector 

employers and employees were implementing in their health insurance programs. The result is that public employees in many areas of 

Wisconsin have health insurance benefits that are superior in plan design and employer contribution levels than taxpayers have 

available. With the Affordable Care Act, this is a rapidly growing public policy concern. 

The City implemented a number of plan provisions in 2013 that have helped control plan expenses in 2013. The savings are sufficient 

for the City Mayor and Comptroller to recommend a three-month premium holiday during the last quarter of 2014 during which 

employees would not have their premium share deducted from their paychecks. This cost is approximately $70,000 and represents the 

equivalent of a one-time adjustment of more than 1% of base payroll. This holiday is proposed In lieu of a pay increase in 2014 and 

would be from insurance fund balances so there is no levy impact or on-going expense. 

This "holiday" notwithstanding, we believe the City should make a serious move toward a greater premium contribution share paid by 

employees. The current City premium contribution is about twice the national average for employer contribution, and the difference is 

the equivalent of $6/hour in benefit costs. The national average for contribution proportions is around 80% employer paid/20% 

employee paid. One way to create a more representative balance would be to have the employees and City share future plan premium 

increases on a 50/50 basis until an 80/20 split is reached. 

Conclusion 

In the final analysis, we believe a good pay plan has to be workable. The plan we have developed with the Mayor's office and Human 

Resources places reasonable controls on areas of the pay plan where compensation is unreasonably high and raises pay for leadership 

positions where compensation is very uncompetitive. These changes would be implemented in a manner that the City believes it can 

afford. In addition, we believe employees should have the opportunity to appeal a classification placement following adoption of a 

new plan by the City Council, and we have provided Human Resources with a form for that purpose. 

The key to developing a uniform pay plan in a post-Act 10 world is balance objective measurement and establishment of internal equity 

with sound market~based analysis and couple a new plan to effective performance management. The structure described in this report 

is fair and affordable and will give the City a strong foundation to continue to make the changes in benefits that it needs to make to 

protect public service cost effectively. 

Charles E. Carlson 
charles.carlson@carlsondettmann.com 
608.239.7991 
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Sound Compensation Program Standards 

1. Aligned with strategic objectives 
2. Creates internal equity 
3. Competitive 
4. Considers total compensation design 
5. Supports performance management 
6. Affordable 
7. Legal 
8. Understandable 
9. Efficient to administer and consistent 
10. Audited regularly 

CAly.SON 
DETTMANN 2 

CONSULTlNO 



Project Objectives 

o Balance i-nternal cons·istency w·ith· 
market competitiveness 

o C·o.n.solidate pay pl.an S'truct.ure 
o Review linkages between benefits 

and pay, and performance and pay 

Play plan pre-se.nte.d tod.a.y fu.lfi'.lls 
thes.e objectlves 

CARkSON 
DETTMANN 

CONSULTING 
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Major Study 

o Abo:ut 13.0 empl;oye.es 
o Q.ver $6.lM payr.oll 
o Avg. annual FTE wage = $48,800 

CARLSON 
DETTMANN 

CONSULTING 
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Job Evaluation Internal Consistency 

o Evaluat·i.ons ba.sed on docu·mentation 
o Five factors 

• Education & required experience 
• Decision-making 
• Thinking challenges 
• Communications 
• Working conditions 

o Objective analysis and application 
• Internal review and adjustments, where 

justified 
• Appeals· following adoption 

CAI\kSON 
DETTMANN 

CONSULTING 



Using the Results 

o Resu.lt is many job c.lassifications, eac·h 
with a point sc.ore 

o What d.o we d.o with thi·s? 
• A unique pay range for each classification is 

unworkable 

o Inste.ad, all.oc:ate positions into g.rades. 
• BUT, one unified plan for the City of Stevens 

Point 

CAFfSON 
DETTMANN 

CONSULTING 
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Three Major Policy Questions 

1. What are your compa.ris·on 
m·arkets? 

2. Whe:re d.oes the City wa .. nt to 
p.o·si.ti:on i:n those. mar·kets? 

3. How do you want to deliver pay? 

CAI\iSON 
DETTMANN 

CONSULTlNG 
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Q#l : Market Measurement? 

a 20 b.e.nchmark posit·ions 
• Job classifications matched to data 
• Representative of different pay and 

responsibility levels at the City of Stevens 
Point 

o Data· sou·rces 
• Custom public employer survey 

* 8 cities selected by City Council 
* Fond du Lac, Manitowoc, Marshfield, Watertown, 

Neenah, Superior, Wausau, and Wisconsin Rapids 

• Published data from established sources 
* Bureau of Labor Statistics, Towers Watson, & 

Central WI SHRM 

~SON 
DETTMANN 

CONSUl.TlNG 
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Policy for Weighting the Data 

JOB LEVEL PRIVATE 

Department Heads & 
25% 

Managers 

Supervisors, Professionals 
50% 

& Advanced Technical 

Non-exempt 75% 

GAf\iSON 
DETTMANN 

CONSULTlNG 

PUBLIC 

75% 

50% 

25% 
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Policy Question #2 

o w ·here d.oes the Clty w·a.nt to. posi.tion 
itse,l;f i·n. its labo.r mar·kets·? 
• Based on discussions with Committee, 

plan is built around average pay 

o Do benefits matter? 
•Yes 
• Health insurance is being addressed 

* More work to be done 

• Employees now contributing 50°/o of 
pension 

~SON 
DETTMANN 

CONSULTING 
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Q#3: Pay Delivery - Options? 

o Public e,m.pl.oye:rs. across Wiscon,si.n are, m·oving to 
more p.erfo .. rm.an.ce man .. a.ge-m.ent 

o Quick movement to pay for performance is 
re.l;a·ti,ve~ly· rare-

o Interest i:s inte-n.se i.n making. at least_ some 
c.o·m~pen:scit.ion performanc_e driven 

o D-esire tends to outpa.ce abi·lity to man·age ••• but 
that can. change and assistanee, is a-val/able, 

C~SON 
DETTMANN 

CONSULTING 
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Pay Plan Design 

o Ass,ume_ the C.ity wi·11 co.n.t,in,ue c.urre:nt 
stt'u.c.ture 
• Step 6 (Control Point, or C/P) linked to market 

estimates 

o 11 steps 
• Minimum= 87.5°/o of C/P 
• Maximum= 112.5°/o of C/P 

o Ste_,ps· require performance at: le.ast 
meetin.g expectati.o.ns 
• Steps 2-6, each year 
• Steps 7-9, every two years 
• Steps 10-11, every three years 

~SON 
DETTMANN 

CONSULTl.NG 
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Trend Line Data 

o Equation for pay Policy Un_e: 
• y (predicted pay) = $.0483 times x (job 

evaluation score) - $0.7593 
• .0483 is line slope (every point = $.0483) 
• -$.7593 is .the y-axis intercept 
• Correlation coefficient is 0.94 

* Can be interpreted as job evaluation system explains 
94°/o of the variance in market pay 

* This is a very high coefficient; tight fit 
* Excellent basis for designing a pay plan 

~SON 
DETTMANN 
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Example of How We Use the Line Data 

o Objective i:s to create range Con,trol Points linked. to 
market data 

o Exa.m.p.le.: Calcu·lating a Grade: Midpoin.t ••• Grade ''J'' 
• Grade J Point Range is 550-599 pts. 
• Middle value is 574.5 pts 

o Using the li.ne equ.ati·o.n 
• ($.0483 times 574.5 pts) - $.7593 = $26.99 
• $26.99 aged by 1°/o = $27.38 (with rounding) 

o. Becomes th.e Gr J Control Point (Step 6) 
• Range = $23.96 to $30.80 

~SON 
DETTMANN 
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CRY l TEVENS POINT 

RECOMMENDED 2014 STEP STRUCTURE- HOURLY FORMAT 
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CITY OF STE.VENS Pi>INT 
RECOMMENDED 2014 STEP· STRUCTURE-5AlARY FORMAT 
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Red-Ci.rcling in Practice 

o Principle: Individual employee pay not 
redu.ced. if a.bove range 
• Significant morale issue if cut pay 
• Should only cut pay if financially imperative 
• Savings come with turnover 

o Red-circling does not mean can't grant 
inflation adjustments 

cmsoN 
DETTMANN 

CONSULTING 
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Appeals and Maintenance 

o Ap.peals processed fol.lowing plan 
adoption by City Counci·I 
• Must be based on documentation 
• For changes in responsibilities 
• Missed items on documentation 
• Feel not classified correctly 
• Council policy decisions on market, 

implementation, and pay structure cannot be 
appealed 

o M.ainte.nance plan 
• Annual opportunity for classification review 

o Pe-riod.ic-market review 
cmsoN 
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Questions? 

CAI\J:SON 
DETTMANN 

,CONSULT LNG 
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