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Compensation Systems 
• Compensating employees for their contributions is one of 

the most critical from both a human resources and 
financial standpoint 

  
• Compensation Program must continually be evaluated to 

assess: 
– Effectiveness  
– Competitiveness 
– Equity 
– Compliance 

• Total compensation normally takes the form of base pay, 
incentives, bonuses, benefits, and equity offerings   
 

• Focus here is on base pay only 
 



Compensation System Objective 
• Attract and retain high caliber and qualified employees 
• Maintain internal pay equity between employees in relation to 

their job responsibilities 
• Pay wages and salaries that are competitive  
• Maintain compliance with local, state, and federal laws and 

regulations, including but not limited to: 
– Fair Labor Standards Act (FLSA) 
– Title VII of the Civil Rights Act 
– Equal Pay Act 
– American’s with Disabilities Act (ADA) 

• Ensure cost effective, consistent, fair and equitable 
administration of pay policies and practices 

• Not focusing on pay for performance 



Driving Factors 
• Current data for Labor Negotiations 
• System and job descriptions are out of date 
• Inconsistent interpretation and administration 

compounding pay equity issues 
• Borough has two pay plans:   

– Standard pay plan covers all employees (full-time, part-time 
and temporary), last updated on July 1, 2015 to reflect a 
2.25% structure adjustment 

– On-call emergency responder pay plan, last updated on July 
1, 2012 when pay rates were increased by $3.00 per hour 

• Legal Compliance 



Project Objective 
• Credible classification and compensation system that 

ensures positions performing similar work with 
essentially the same level of complexity, responsibility, 
and knowledge, skills and abilities are classified 
together 

• Provides salaries commensurate with assigned duties 
• Outlines promotional opportunities and provides 

recognizable compensation growth 
• Provides justifiable pay differential between individual 

classes 
• Maintains currency with relevant labor markets.  



Project Scope 
• Review and revise the current classification system 
• Allocate all employees to an appropriate job title, job 

classification and exempt and non-exempt designation pursuant 
to the FLSA 

• Develop a new, complete and valid description of each job 
• Ensure standardization 
• Conduct comprehensive salary survey using relevant public and 

private organizations 
• Recommend a pay range for each classification based on job 

analysis, job evaluation, survey data, and internal relationships. 
• Ensure appropriate implementation and maintenance 
• Provide for an appeal process 
• Provide for up to one year of technical support 

 



Project Consultant Criteria 
• Advanced knowledge of the laws and practices 

relating to employee classification and 
compensation within a local government setting 

• Demonstrated track record of success in handling all 
aspects of employee classification and 
compensation and at least ten (10) years of 
providing these services to public entities 

• Demonstrated understanding of the assignment and 
knowledge of the skills necessary to serve in the 
role of the Classification and Compensation 
Consultant 
 



Project Kick-Off 

• Contract Awarded September 8, 2015 
 
• Consultant on-site September 21, 2015 

• Meet with Leadership 
• Conduct Employee Orientation Sessions 

 



Project Status 

• Job Descriptions have been drafted 
• Salary Survey complete 
• Positions have been classified  
• Positions have been given pay grade 

assignment 
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Condrey and Associates 

A human resource consulting firm dedicated to bringing state-of-the-
art human resource management techniques to state and local 
government. We utilize a hands-on approach and encourage 
participation by agency personnel. 

Dr. Steve Condrey has directed human resource projects in over 800 
jurisdictions. All of Condrey and Associates’ consultants have 
extensive experience in state and local government and are well 
prepared to provide high quality service to their clients. 
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Objectives of the Study 

• Review and upgrade the current classification system and pay plan 
for all employees of the Borough (approximately 300 FT/PT, 150 
On-call, and 450 On-call Responder employees) 

– Develop a new, complete and valid description of each job 

– Ensure Standardization 

– Career Paths 

– Internal equity and Externally Competitive 

• Ensure compliance with applicable laws (FLSA, ADA) 

• Collect wage survey data and produce a recommended pay plan 
based on job analysis, job evaluation, and wage survey data 

• System that can be effectively and efficiently administered 

• Assumption – No individual pay will go down  
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Compensation Plan Importance 

• Either has a negative or positive influence on organization (never 
neutral)  

• Goal is to build a system that will have a positive influence on the 
organization and its function 

• Investment in the administrative infrastructure 

• Will help with recruitment, selection and retention 

• Cost out over time since a system will last ten years on average 
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Current System Challenges 

• Far out of date (since 1991) – most systems only usually last ten 
years 

• Job descriptions do not reflect modern work  

• Pay system lags market slightly (3 to 5%) 

• Inconsistent application of classifications 

• May create legal compliance issues if not corrected 
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Review of Existing System 
Internal Equity Issues 

• Borough currently has two pay plans, the standard pay plan and the 
on-call emergency responder pay plan. 

• Current plan implemented in 1991 and is well beyond the average 
life of a classification system (7 years). 

• Inconsistent application of point factors over time due to differing 
interpretations have led to inequities within system. 

• Job descriptions often not reflecting actual duties due to changing 
requirements. 
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Review of Existing System 
External Equity Issues 

• No comprehensive review of overall market, but rather individual 
market comparisons by job. 

• Certain positions above market. 

• Certain positions below market. 

• Overall compensation plan has fallen behind market. 
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New Pay Plan Methodology 

• Normal percentage is 50% from minimum to maximum 

• Five percent between the grades until grade 20 where the spread is 
greater between grades, but fewer grades and salaries are more 
compressed that at lower grade levels 
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Study Steps 
• Orientation meeting with leadership and employees to explain study 

methodology 

• Distributed position questionnaires at employee meetings and 
addressed questions related to process 

• Employees completed questionnaires; supervisors reviewed but no 
changes 

• Interviewed Borough employees (70%) 

• Developed job descriptions 

• Conducted internal analysis using the factor evaluation system and 
developed 218 position classifications and 21 grades. 

• Conducted external analysis comparing the salaries of thirteen 
comparable organizations using a benchmark survey (commonly 
found positions within comparable organizations) 
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Factor Evaluation System 
• The Factor Evaluation System (FES) was developed by the U.S. 

Civil Service Commission (now the Office of Personnel 
Management) of the national government.  It is the result of 
many years of research and field testing and is now considered 
the state-of-the-art in public personnel management. 

• FES is based on the philosophy that one set of compensable 
factors should be used for all jobs (however, the national 
government does not use it for supervisory positions).  FES is a 
point-factor-comparison system that uses nine factors to 
determine compensation.  To make the system flexible enough to 
use in local government jurisdictions a tenth factor covering 
supervisory/management positions has been added. 
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Factor Evaluation System 
The ten compensable factors are: 

 

•Knowledge Required By the Position    7  levels       
•Supervisory Controls     5          
•Guidelines                          4          
•Complexity                          4          
•Scope and Effect                    4           
•Personal Contacts                   3           
•Purpose of Contacts                 3           
•Physical Demands                    3           
•Work Environment                   3           
•Supervisory and Management Responsibility  7          
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External Analysis  
Salary Survey Participants 

City of Fairbanks 
City of Palmer 
City of Wasilla 

City/Borough of Juneau 
Fairbanks Northstar Borough 

Kenai Peninsula Borough 
North Slope Borough 

State of Alaska 
Alaska Housing Finance Corporation 

Anchorage School District 
Matanuska Telephone Association 

Matanuska-Susitna Borough School District 
Municipality of Anchorage 
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Analysis 

Our analysis found: 

• Certain positions above market  

• Certain positions below market  

• Out of date job descriptions 

• FLSA adjustments needed 
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Points for Discussion 

• Updated classification system using generally accepted methodology 

• Job descriptions are now up to date  

• The new pay scale is competitive in the relevant labor market 

• The new plan further professionalizes and strengthens the administrative 
infrastructure of the Borough 

• FLSA compliance 

• Increased legal compliance 

• Will work with you to implement the new system 
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Future Actions After Adoption of a Plan 

The Borough may budget for the following annual personnel cost 
 adjustments: 

• An increase which would raise every employee’s salary and every pay 
range equally (surrogate for an annual salary survey) 

• Funding for the above is contingent upon the Borough’s fiscal 
condition – not automatic 
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Condrey and Associates, Inc. 
P.O. Box 7907 

Athens, Georgia 30604-7907 
www.condrey-consulting.com 
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