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Outline 



•Develop a process to refine and validate the 
existing data and to create a new Pay Plan. 

•Develop a new Pay Plan that works with a 
general calendar developed by the Mayor, City 
Manager, and Council. 

•Complete the processes within the presented 
timeframes.  

Purpose of the Structural Committee 



The primary goal:  
 
Create a new pay classification system for 
core general positions that is based upon 
validated information, by position 
description, that reflects job description 
data, comparator employers and private 
sector market data. 



Primary Identified Issues: 

•The previous ‘SAFE’ scores had perceived 

errors, and potentially inaccurate data. 

•Market Data used during the previous study 

contained potential gaps and potential bad 

matches. 
 



We are here 



•Developed a list of the weaknesses in the 
previous study’s results. 

•Developed a mechanism and process to capture 
Consistent job descriptions that are the solid 
foundation needed for the work ahead. 

•Developed a tool to capture the evaluation of 
Positions, with no evaluation data available to 
the reviewer. 

Work completed 





•The job descriptions were be reviewed by 
Department managers, and/or section 
supervisors.  

•They were looking for components that do not 
line up with evaluation criteria and making 
corrections. 

•After the job descriptions were reviewed, the 
evaluation tool was used to capture the base 
requirements of the position. 

Who completed the review 



• It’s NOT an evaluation of staff experience, it is an analysis 
of the position. 

• The Pay Plan is a market representation of the value of the 
requirements of a position, not the qualifications of a staff 
person. 

• The Pay Plan will be designed to represent the minimum 
requirements of a position, as reflected in the Job 
Descriptions, and Market Value based on comparator 
analysis. 

Important Points About the Process. 



•The collected job description based data was 
evaluated by the Committee for consistency. 

•Comparator market and private sector data is 
being reviewed for positions previously 
identified as market matches. 

•Positions will be evaluated for internal equity 
based on a number of factors, including 
positions in the same job families across the city. 

Validation and Correction 





Job Families  
and Bands 



Wide Banding Principle 



• Completion of market data analysis. 

• Assignment of position ranges. 

• Validating with data from additional market 
sources 

Next Steps 


