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The 1977 Minnesota Legislature d irected the Minneso\a Department of Finance 

to report to the 1979 Legislature on long term employment costs and trends of 

Minnesota state and local governments (including school districts ) C As part of 

the overall study the Department of Finance com.missioned several reports on present 

salary and benefit practices in state and local government o The Recom.mended Job 

Content Evaluation and Salary Plan for the State of Minnesota is one of these 

reports $ It represents the professional evaluati on of this aspect of Minnesota ' s 

personnel system by Hay Associates and not necessarily the vi ewpoint of either the 

Department of Finance or the Department of Personn el~ 
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I 

INTRODUCTION 

Under the auspices of the Public Employment Study, authorized by the Minnesota Legislature , administered 
through the Minnesota Department of Finance, Hay Associates initiated the evaluation of the job content of the 
State of Minnesota's occupational classes and a study of current salary practices in May 1978. The study 
includes the evaluation of all of the occupational classes, the determination of their job content for analysis 
of current salaries being paid relative to their job content weight, and the analysis of the State's current salary 
practices in relation to other relevant employers in both the public and private sectors. The study objectives 
were to develop a salary plan that provided internal equity to the State and, externally , that provided the salary 
posture to compete in the relevant marketplaces in attracting and maintaining qualified staff. In addition, the 
study was intended to provide recommendations for improved salary administration. 

This study was preceded by an in-depth analysis of the State's position classification practices. That portion of 
the overall project is covered in the report entitled "Critique of the State's Position Classification Plan. 11 In 
addition, a third report contains an analysis and recommendations concerning the State's noncash compensation 
(fringe benefits). 

Inasmuch as sound position classification practices form the basis for job content evaluation and salary plan 
development, and an externally competitive compensation plan requires the effective combination of cash and 
noncash compensation, all these reports should be considered in determining what improvements need to be made 
in the State's total compensation system e 

-1-
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The major portion of this report addresses the establishment of a revised salary plan for State employees. 
Discussion of such issues as salary administration and other special compensation matters is covered in the 
latter sections of this report. In addition to this report the consultants have provided the following two 
documents to the Department of Personnel as additional aids in establishing effective methods of salary administration: 

• 
11 Relating Performance Evaluation to Compensation for Public Employees" 

• 
11 Midpoint Budgeting - Approach to Controlling Public Sector Salary Expenditures 11 

NOTE: The findings and recommendations of this report were developed in response to the study 
objectives previously stated. They are intended to provide the State with an accurate analysis 
of its current salary position and practical methods for improving salary administration. They 
are not intended however, to interfere with the collective bargaining process. 

-2-
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REPORT SUMMARY 

The following paragraphs briefly summarize the project t eam ' s principal findings and recommendations regarding 
the State ' s salary practices : 

A. Principal Salary Practice. Findings 

• The State maintains multiple sa lary practices , with a general salary line,.and separate practices 
for the following : 

- Clerical ( see chart 2 page 20.,l) 
- Labor a nd Trades ( see chart 3 page 21.1) 
- Health Care ( see chart 4 page 22 . 1) 

Within the separate practices there is a degree of internal inequity among the salaries received 
by the .State employees in relation to their job content . 

• The State ' s current salary practices are above the Average for the relevant labor markets , 
except upper level management positions in comparison to the private sector. 

• In-range salary movement is based primarily on longevity rather than performance . 

• The current salary plan structure and methods of salary adjustments are inappropriate fo r 
effective and motivating salary administration. 

---, 

• The various aspects of the State's compensation plan are not well communicated to the employees . 

-3-



B. Principal Salary Policy Recommendations 

• Adopt the salary policy formulae as recommended in this report to establish the basis 
for determining the salary ranges for all positions and maintain a .separate salary practice 
for Labor and Trades occupations. 

• Raise the salaries of those incumbents who fall below the minimum salary of their 
recommended salary. ranges to the minimum as soon as possible to establish internal 
equity among individual positions. Either freeze the salaries or provide more moderate 
increases over the next few yea-rs for those positions which exceed the maximum of the 
recommended ranges. 

• Adopt the Management Salary Plan as proposed in this report, to be administered on an 
11 open range II basis. 

• Adopt a "pay for performance" philosophy; develop a job performance measurement system 
and administer the salary ranges on the basis of individual relative evaluated job performance. 

• Incorporate the salary midpoint budgeting approach in the budgeting process. 

-8 Develop, or have developed a formalized informational package for communicating the compensation 
plan to employees. 

-4-
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III 

COMPENSATION SYSTEM CRITERIA, COMPONENTS AND PROCESS 

Before going into the technical aspects of this study, it is important to discuss the following three basic aspect s 
of compensation which must be developed , expressed and clearly understood in order for any compensation pla n 
to be effective. The three basic aspects required for an effective compensation system are sound Criteria , 
Components, and_ Processes ·. 

A. Principa 1 Criteria for an Effective Compensation System 

The first of these three aspects is the identification of the key criteria which make a compensation system 
effective. The following is a brief definition of the principal criteria and a summary analysis of their 
application to the current compensation practices of the State of Minnesota. 

Criteria State of Minnesota 

Internal E~ 

-. 

This is the primary consideration of any compensation 
system and is based on the concept of "equal pay for 
equal work . " Jobs of equal overall complexity should be 
pa id within the same range, and differences in job 

While there is a degree of internal equity in 

complexity should be appropriately recognized by differences 
in compensation. In those cases where there is a 
distinct industry grouping of occupations, e.g. Hea 1th 
Care, it is legally and practically defensible to maintain 
separate salary practices as long as they reflect the 
external market(s). However, within the separate practices, 
positions must be paid on an internally equitable basis. 

-5-

the current salary practices, the recommend­
ations in this report will establish an internall y 
equitable salary plan for each salary practice 
based on the quantitatively evaluated j ob 
complexity of each class. 
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Criteria 

External Com2etitiveness 

The second consideration is normally what position 
must an employer establish in relation to the relevant 
labor market( s) in order to obtain and retain quality 
employees. 

Personally Motivating 

A compensation system, in order to be effective, 
must provide the mechanisms for rewarding above 
average performance and achievement, and for 
insuring that below average performance is 
appropriately compensated at lower levels. 

-6-

State of Minnesota 

The State of Minnesota is generally very 
competitive in each of its relevant labor 
markets with the exception that upper 
level management positions are not 
competitive with management positions 
of similar complexity in the private sector . 

While in II theory 11 increases from one step 
to the next within a salary range are based 
on 11 merit, 11 an analysis of actual, current 
salary administration practices indicates that 
step increases are virtually automatic, resulting 
in the mediocre employee receiving the same 
increase as the exceptional employee. 
Discussion of performance evaluation and its 
relationship to effective salary administration 
is covered in detail later in the report. The 
entire salary plan and its subsidiary components 
as recommended in this report are designed to 
adequately recognize and compensate quality 
performance, thus making it a motivating cash 
compensation system. 
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Criteria 

Easily Administered 

A compensation system must be designed so that 
it can be easily administered in order for it to be 
effective. 

-7-

State of Minnesota 

The current pay plan is not overly complex to 
administer . However, the legislation enacting 
the plan, particularly that portion dealing with 
Cost of Living Adjustments ( C.OoL.Ao ), has 
resulted in inequities , compression and 
generally inappropriate salary adjustments. 
Included in this report are d~tailed suggestions 
concerning the effective maintenance and 
administration of the recommended salary plan C 
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Necessary Components of an Effective Compensation System 

The three necessary components which must be clearly articulated and fully integrated in order for a 
compensation system to be effective are Compensation Philosophy, Policy and Practice. 

1. Necessity for Compensation Philosophy 

Compensation practice, i.e. , the actual expenditure of funds, exists within a framework of 
compensation policy. The resultant actual salary practice depends on the extent to which the 
compensation policy has been defined, articulated , understood, and implemented . However, 
the policy must first exist. 

Compensation policy cannot exist in a vacuum, and it requires a clear, practical and realistic 
definition and expression of an employer's philosophy regarding compensation. The following 
illustration depicts the necessary components of a sound approach to compensation, and the 
sequential interdependency of its three critical components. 

NECESSARY COMPONENTS OF A SOUND APPROACH 
TO COMPENSATION 

-8-
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b . 
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Definition of "Compensation Philosophy" 

To make the subsequent discussions more meaningful, we are providing a brief 
discussion of what a compensation philosophy is. Summarily stated , a compensation 
philosophy is the employer' s reason for compensating its e mployees . 

The above statement rapidly leads to the conclusion that an employer ' s compensation 
philosophy is not totally arrived at in a voluntary manner, since much of its mandated 
by i ssues of economics and organizational survival. A government 's situation is not 
always that sharply etched, as organizational survival is not a primary issue, but 
the economic realities are still significant for the public employer. 

Recommended Philosophy Regarding Compensation of State of Minnesota Employees 

Following is a statement of philosophy suggested for enactment by the Leg is la ture: 

11 The salary and benefits provided by the State to its employees 
are for the purpose of obtaining and retaining competent individuals 
to perform services the State is required to provide_ to its citizens . 
The State will provide these salaries and benefits on the basis of 
internal equity, and external competitiveness if fiscally feasible. 

-9-
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Necessity for the Annual Salary Policy 

Compensation policy differs substantially from philosophy in that it is expressed in very specific 
terms and changes as the data base to which it is linked changes. It is the policy which guides 
the actual day-to-day administration of a compensation system. There mus t be a policy link 
between an employer's compensation philosophy and actual expenditure of funds , as salary 
expenditures take place within a policy framework. Development of annual salary policies is a 
substantial technical process. 

a. A definition of "Compensation Policy" 

Compensation policy is generally a relative expression , such as: "eq ual to ____ 11 

"more than ___ , 1111in between __ and __ " or "Keeping up with ___ . 11 Summarily 
stated , a compensation policy is the positioning of an employer's compensation level in 
relation to a defined base. 

The key terms in the abbreviated definition above are: positioning, compensation level , 
and defined base, and are further defined below . 

tl) 

(2) 

(3) 

positioning - is the utilization of a valid technical process to relate an employer ' s 
current and/or proposed salary practice to an external base (see examples in 
Section VI of this report ) . 

Compensation Level - is the current, or proposed, compensation expenditures 
expressed in a manner capable of being "positioned 11 (compared) in relation to 
the external base ( see examples in Section VI of this report ) . 

Defined Base - is the external data base or event to which the current or proposed 
compensation level is to be compared or positioned. 

-10-
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3 . 

4. 

b . Recommended Policy Regarding Compensation of State Employees 

Following is a suggested compensation policy for enactment by the Legi sla ture : 

NOTE: 

"The State ' s employee compensation policy is to strive to place 
its total salary practice on the prevailing rate for jobs of similar content 
within the relevant competitive employment markets . The prevailing ra te 
i s the average of each relevant employment market ' s benchmark salary 
practice based on a comprehensive and valid salary survey. " 

The essence of this policy is similar to the State's current policy. 
However, the State's salary practices and methods of salary 
administration are not in conformance with the policy . 

Legislative Responsibility for Developing and Articulating Compensation Philosophy and Policy 

The Legislature of the State of Minnesota will have the ultimate authority to adopt or 
modify the Governor's annual pay plan recommendations . Consequently , we recommend 
that the Legislature be responsible for developing and articulating, through the formal 
legislative process, the permanent employee compensation philosophy and basic policy 
for the State of Minnesota in the format described in the preceding paragraphs. 

Relating Legislative Policy to the Concept of "Affordability" 

One of the major factors affecting the implementation of a salary policy and the making of annua l 
salary adjustments will be the total amount of money available for employee wages. How ever , the 
method for determining the dollar amount available for employee salaries is often a major issue. 
Many public jurisdictions address this issue from a "residue" approach. That is, the funds needed 
for capital improvements, supplies, operating costs, equipment, etc., are first subtracted from the 
budget. The remainder or residue is then considered the amount of funds available for salaries. 
This approach places the quality of service provided to citizens through the quality and productivity 
of its employees, at a lower level of importance than the quality of physical structures, materials , 
etc. Since human resources are the State's most important resource, adequate salaries ought to be 
considered on a basis equal to if not above the other budget items. 

-11-
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STATE OF MINNESOTA 

RECOMMENDED ANNUAL SALARY POLICY 
DETERMINATION PROCESS MODEL* 
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Salary Policy Determination Process 

Facing, is a graphic illustration of the recommended process for determining the salary adjustments 
ideally on a·n annual basis. Also identified on the diagram is the assignment of responsibility for 
each step in the process. 

-12-
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IV 

CIARIFICATION OF JOB/CIASS CONTENT DOCUMENTATION 

Prior to conducting the job content evaluation portion of the overall projec t Hay Associates analyzed the State 's 
position classification practices. ( See Critique of the Sta te' s Position Classification Plan Report) .. A key 
component of the position classification critique was Job/Class Clarification study.. During that portion 
of the study Hay Associates provided direction to a team of auditors who reviewed positions in each 
of the major departments covering all of the major occupational clus~ers.. The purpose of the audits was 
to determine if current position descriptions and class specifications accurately reflected the duties 
and responsibilities actually being performed . 

The results of the audits were used to revise class specifications and other items of job documentation .. Audit 
notes were also prepared providing additional information pertaining to specific positions, classes or class 
series. All of this information was then prov~ded to the Job Content Evaluation Committees for their review 
prior to evaluating the classes. 

On a few occas i ons questions still remained concerning the actual nature of the duties assigned to a particular 
class. In those cases additional follow-up was made by phone with the appropriate agency(s) to provide the 
necessary additional information for the Committees ' use in completing the evaluations . 

There were also a few cases in which classes were in the process of undergoing significant changes in terms 
of the assigned tasks and there was no clear determination as to the extent of the changes .. In those cases the 
classes were not evaluated. during the study but will be evaluated by the Department of Personnel staff once the 
changes have been finalized. 

Every effort was made to ensure that the documentation used by the committees in evaluating each of the classes 
was accurate and up-to-date. 

-13-
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STUDY METHODOLOGY 

The following delineates the procedures utilized dur ing the study. 

A. 

B. 

Iob Content Documentation 

To provide a sound basis for the job content evaluation process for each distinct occupationa l class , 
the updated class specifications were used , augmented by organization chart s , departmental fiscal 
and operational data , individual position descriptions and the written observations of the job/class 
clarification team , from their on-site interviews and field audits. In a few cases when it became 
necessary during the evaluation committee sessions additional information was obtained by the 
committee directly from the most appropriate department. 

Iob Content Evaluation 

A very substantial number , approximatel y 450, of the State ' s classes w er e then evaluated by committees 
composed of State employees . Hay Associates trained the committees in the techniques of job content 
evaluation and the committees functioned under the guidance and leadership of the consultants for 
approximately the first 250 classes. In addition one representative from the Department of Personnel 
was assigned to each committee as back-up to the consultants . These individuals also provided additi onal 
job content input and received training from the consultants in conducting committee evaluations. 
The Personnel representatives then guided the committees in eva l uating an additional 200 classes . 
The committees wer e composed of the following individuals : 

-14-
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Committee A 

Department of Personnel Representc!tive - Dick Tiedeman 

Committee Members 

De2artment 

Dept. of Revenue 

Dept. of Agriculture 

Dept. of Transportation 

Dept. of Agriculture 

Dept. of Natural Resources 

Dept. of Transportation 

State Planning Agency 

- - ._ 

Class Title 

Asst. Field Operations Dir. 

Chemist 

Administrative Engineer 

Management Analyst Senior 

Natural Resources Specialist IV 

Personnel Officer 

Planner III 

-15-
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Name 

Joel Nopola 

William Johnson 

Eugene Ofstead 

Shirley Rutherford 

Joseph E. Gummerson 

Al Bunnett 

Thomas Harren 

._.._..J -...J 



Committee B 

Department of Personnel Representative ~· Bettie Glineburg 

Committee Members 

Department 

Dept. of Public Welfare 

Faribault State Hospital 

Dept. of Economic Security 

Anoka State Hospital 

Dept. of Health 

Dept. of Education 

Dept . of Economic Security 

Class Title 

Affirmative Action Officer III 

Institutions Program Coordinator 

Unemployment Compensation Supv. 

Assistant Dir. of Nursing 

Affirmative Action Officer II 

As soc. Comm. of Ed. - Interpretation 
Dissemination 

Asst. Dir. Div. of Vocational Rehab . 

-16-

Name 

Rodney E. McGee 

Arnold A. Madow 

Gerald M . Munz en 

Arlene Dahlman 

Henry Wesley 

E. Raymond Peterson 

Walter Roers 

\_ 



Committee C 

Department of Personnel Representative - Peter Bilben 

Committee Members 

De2artment 

Willmar State Hospital 

Dept. of Health 

Dept. of Agriculture 

Dept. of Transportation 

Dept. of Administration 

Dept. of Natural Resources 
Carlos Avery Nursery 

Dept. of Publi-c Safety 

- ._ 

Class Title 

Human Services Specialist 

Clerk Steno Senior 

Agricultural Field Inspector 

Highway Technician Principal 

Personnel Director 

Natural Resources Technician 

Executive I 

-17-
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Name 

Lloyd Brandt 

Patricia Chase 

Grant Christopher 

Robert Blahnk 

James Ware 

Roland Bertschi 

Margaret Michalko 
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The committees and the consultants utilized the Hay Guide Chart Profile Method in evaluating the job 
content of the classes. This method applies a quantitative value to the following basic components 
common to all jobs: 

• Know How - Measures, in three dimensions, the job's specific requirements for 
practical and technical knowledge, for comprehension and utilization of the 
management process, and for human relations skills. 

• Problem Solving - Expresses, in two dimensions, the thinking demand of the job 
as determined by: (1) the environment in which the thinking takes place; and 
(2) by the thinki!19 challenge presented by the problems to be resolved. 

• Accountability - Measures the job's impact on end results, as determined by its 
freedom to act, the nature of its impact ( direct or indirect ) and the dollar magnitude 
on the specific area or element on which its impact is most clear and identifiable. 

• Working Conditions - Expresses, in three dimensions, the extent of the exposure to 
the environmental aspects of the job such as hazards, fumes, extreme temperatures, etc., 
the physical effort required for successfu.l job performance, and the exposure to 
uncontrolable hazards. 

The remainder of the classes were then evaluated by the Department of Personnel representatives 
utilizing various members of the Job Content Evaluation Committees as needed. The consultants 
evaluated key managerial, personnel, and particularly sensitive classes. 

·As a quality control measure, the consultants reviewed the total job content evaluation pattern 
and individual evaluations for all classes. In a few instances the consultants reevaluated 
individual classes to conform with the total evaluation pattern established by the committees and 
to maintain its internal equity structure. The individual evaluations and evaluation patterns were 
also compared to similar jobs in other public jurisdictions as an additional quality control. 

A summary of each of the evaluations is shown in the Table I which ha~ been provided to the Department 
of Personnel for final review; The summary of evaluations is available _upon re_quest from the Classification 
and Compensation Division of the Department of Personnel. 

-18-
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VI 

ANALYSIS OF CURRENT PRACTICE 

The State's current actual salary practice for its occupational classes was analyzed for consis tency and 
internal equity utilizing the job content evaluation weights of the various c lasses relative to current 
average salaries paid to all incumbents of each class. A total scatter diagram, serving as the basis 
for comparison was developed which depicts the actual salary practice for all classes included in the 
Job Content Evaluation and Salary Study. A scatter diagram is developed by plotting a dot at the intercept 
of total job content points for each class ( horizontal axis ) and the average salary for all positions 
within a class ( vertical axis). Additional separate scatter diagrams were developed for the following 
cate-gories: 

• Clerical 

e, Labor Trades 

• Health Care 

• All Others 

Typically, actual salaries bear a reasonable and consistent relationship to the relative difficulty and 
responsibility of classes c Such a relationship can be represented by a line of central tendency drawn 
through the scatter of dots o 

When organizations maintain a consistent relationship between job content ( evaluation point totals ) and 
actual salaries , the line of central tendency appears as a s tra ight line., Whe n a bend or break in the line 
occurs, it is indicative that some factor other than job content and/or performance consideration has been 
brought to bear on the compensation afforded to the incumbents of positions .. 

Exhibits have been prepared which graphically display : 

• Relationship _of job content to salary dollars for classified positions; 

• Current actual salary practices as represented by lines of central tendency., 
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Additionally we have compared the State's salary practices against those of public and pri vate employers 
in the State of Minnesota and against the salary practices of other state governments. The State must 
be cognizant of salary levels paid to employees in both the public and private sectors since it competes 
against both public and private employers for qualified employees. 

A. Internal Analysis 

Chart 1, facing, shows the relationship of job content values to actual salary dollars for all of 
the State ' s occupational classes. 

Superimposed over the scatter of dots is an actual salary practice line. This is a line of centra l 
tendency passing through the heaviest concentration of plots and represents your overall salary 
practice. One salary practice is apparent for classes up to 2 40 points, another salary practice 
is employed for classes between 24 0 and 5 00 points, and a third salary practice is evident for 
classes above 500 points. The bend_s in the line which occur at 240 and 500 points causing the 
line to flatten out for those jobs indicates salary compression. This phenomenon is common in 
state and local governments and is indicative of factors other than job content that combine to 
compress salaries at the higher evaluated levels. 

Legend of Scattergram Symbols 

+ = 0 
X = 11 

Internal E~ 

10 incumbents 
l 00 incumbents 

6. == 101 1000 incumbents 
□ = 1000 + incumbents 

For analytical purposes a cone has been placed around the actua l practice line representing 
what might normally be the minimum and maximum of _ a salary range ( approximately 35% ) ., The · 
chart shows that a substantial number of plots fall outside of this range. The factors contributing 
to this dispersion include industry difference , length of service and current market factors 
influencing some occupational classes.. A degree of the dispersion is also caused by incorrect 
job content/salary relationships .. 
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Industry Variances 

Various industries pay salaries which differ in their overall level. The State employs individuals 
in occupations which cover several different industries. In order to accurately analyz e the St«te' s 
salary practices both internally and in comparison to the relevent external labor markets we have 
separated the following groupings: 

• Clerical and Office Occupations 

• Labor Trades Occupations 

• Health Care and Physicians Occupations 

• All Others 

Chart 2, facing, shows the relationship of Job Content values to actual salary dollars for the 
State's cierical and office occupations. The analysis indicates a straight line ( consistent ) 
relationship. However, even within this occupational grouping there is still a degree of 
internal inequity as demonstrated by the number of plots which fall outside of the 35% cone., 
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Chart 3, facing, shows the actual salary practice for the State ' s·· Labor/Trades occupations . The 
Chart shows a fairly steep practice line up to 150 points where a definite bend and flattening out 
of the line occurs. This is a very unusual practice line. Mostanalyses of Labor/Trades salary 
practices indicate a fairly low sloping but straight line salary practice ( see Chart 7, page 2 6.1 ) 0 

The current practice of the State of Minnesota is most probably the result of the following factors: 

• Some of the lower level Labor/Trades occupations are currently in Salary Schedule C 
which is generally lower in salary levels than Schedule B. 

The middle and upper level trades classes are in Salary Schedule B. Thus, there is 
a larger than normal difference between the lower and middle level classes in the 
occupational groupings resulting in a fairly steep practice line up to 150 points . 

• All trades classes ( painter, plumber, electrician, etc.) tend to be paid at the same 
level regardless of difference in-job content. Thus, the higher protion of the grouping 
tends to have a flat line relationship with little or no increase in salary for increased 
complexity. 

The relationships around the line of central tendency show that within the practice there is 
a high degree of internal equity as indicated by the small number of plots falling outside of 
the 35% cone. However, this may be somewhat misleading since the structure of Salary 
Schedule B is a starting rate and a job rate with no real salary range . The result of this 
type structure should be to pull the classes into a much tighter relationship to the line of 
central tendency than would be found for classes with wide salary ranges. Thus , some of 
the dispersion even within the cone is most probably due to minor inconsistencies between 
job content and salary. 
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Chart 4, facing, shows the relations.hip of job content to salary dollars for Health Care occupations. 
Also plotted on this chart for comparison purposes are physicians' salaries .. 

As shown, the Health Care salary practice is a straight line practice with a high degree of interna l 
equity. 

The physician salary practice is also shown as a straight line relationship between job content and 
salary dollars but at a-much higher level. This is a common relationship since physicians and 
closely related occupations are among the highest paid occupational groupings and in order to obtain 
employees in these occupations all employers must meet the market demand in terms of reasonably 
c"ompetitive salaries. 
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Chart 5, facing, shows the relationship of job content to salary dollars for all other occupations 
( excluding .. Labor/Trades , Clerical and Health Care and Physician occupations) e The analysis 
indicates that, similar to the Total ( Chart l) there are two bends in the line indicating comparison 
on upper level professional and managerial salaries. These bends occur at 320 points and 500 
points. 

Even after excluding major industry groupings which are commonly found to have wide variences 
in salary levels, there remains a degree of internal inequity. One example of this inequity can 
clearly be seen by examining the plots between approximately 270 and 280 points. The spread 
in average salaries for the grouping of classes is from approximately $970 per month to $1940 per 
month indicating a 100% difference in average salaries for classes of essentially the same complexity. 

These types of inequities, as well as those in the other groupings, will be corrected through the 
installation of the Job Content Evaluation portion of the plan which places each class in the salary 
schedule based on its quantitative evaluated job content. 
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External Com2arison 

Charts have been prepared to show the relationship of the State of Minnesota's salary practices 
in compari son to its relevant external mar kets. The following provides some background information 
for understanding the external Charts : 

• Salary Survey Chart Structure 

• 

The Illustrative Quartiled Salary Survey Chart , facing, depicts the structured prevailing rate 
model which is utilized for externa l comparison when such complete data is available e 

It is generally understood that to be a competitive or "prevailing rate" employer, the salary 
policy must be in the interquartile range. 

External Salary Survey Data Projected 

All external salary data has been projected to the midpoint of the State 's next fiscal year 
( December 31, 1979 ) . The State's practice lines are based on the State's current actual 
salary data. This has been done to analyze the current salary practices in comparison to 
the external markets in order to determine what types of movements, if any, are necessary 
for the next fiscal year in order for the State to be in a competitive salary position in relationship 
to its relevant labor markets. 

The external data has been projected using the following figures provided by the State's 
Economist based on ass urned Consumer Price Index ( COP. I.) increases: 

July 1, 1977 to July 1, 1978 
July 1, 1978 to July 1, 19 79 
July 1, 1979 to December 31, 1979 
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Chart 6, facing , shows the State's current salary practice_ for Clerical arid Office occupations 
compared to the external, combined public and private sector clerica1 and office salary 1? u~vey 
data . As indicated, the State's current salary practice is consistently above average even 

--

with the external data projected to December 31, 1979. At the lower portion .of the line the State 
is at _or near Q3 ( 75th percentile ) ., This is a very competitive position in relation to _the external 
clerical labor market in the State of Minnesota and indicates that salaries for the State 's clerical 
employees have been established at relatively higher levels in comparison to the average ·salaries 
paid clerical employees by other employers in the State. 
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Chart 7, facing, show s the State's Labor/Trades salary practice in comparison to the external 
market salary survey data. As previously indicated, the State's practice is very unusual in 
comparison to the external market. At approximately 100 points the State's practice is slightly 
be low average , rising rapidly to the Q3 line ( 7 5th percentile ) at approximately 15 0 points then 
bending sharply and crossing the average line at 200 points C 
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Chart 8, facing, shows the State's Health Care salary practice compared to the sa lary survey 
data for both public and private heafrh care employers in the State~ As shown the State's 
current practice for health care occupations is at or near Q3 ( 75th percentile) in comparison 
with the external health care labor market salary data, which again has been projected to 
December 31, 1979. This is an extremely competitive position. 

The probable explanation for this is that the Health Care industry is generally a low paying 
industry. However, the State Health Care jobs have been paid at a level necessary to provide 
a degree of equity between the Health Care occupations and other occupations employed by the 
State, which are paid at higher levels in order to maintain a competitive position with their 
relevant industries. 
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Chart 9A , facing, and Charts 98, 9C, and 9D, following , show the relationship of the State 
of Minnesota I s salary practice for positions included in the study in compa ri son to the following: 

9A - National including all fifty States and the District of Columbia 
Minnesota comparison 250 - 600 points above Q3 (75%) 

98 - Central Region States · 
Minnesota comparison 

600 - 12 00 points between Q3 and average 
1200 - 1500 points between average and Q 1 (25%) 

250 - 600 points near or at Q3 (75%) 
600 - 1250 points between Q3 and average 
1250 - 1500 points between average and Ql (25%) 

9C - States with populations petween 3MM and SMM 
Minnesota comparison 250 - 600 points above Q3 (25%) 

600 - 1200 points between Q3 and average 
1200 -1500 points between average and Ql (75%) 

9D - Specia l Extract of several States with whom the State of Minnesota has traditionally 
compared salaries. 
Minnesota comparison 250 - 600 points above Q3 (75%) 

600 - 1400 points between Q3 and average 
1400 - 1500 points between average and Ql (25%) 

Based on these comparisons the State of Minnesota pays very competitive salaries 
up to approximately the 12 0 0 point level in comparison to other States c 
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Chart 10 1 facing, shows the State 's salary practice for All Other occupations ( excluding Clerical, 
Labor/Trades, and Health Care and Physicians ) in comparison with the relevant external salary 
survey data. Again, the external data has been projected to December 31, 19 79. 

The Chart indicates that the State 's current practice "straddles" the external average by being slightly 
below average betwe en 15 0 and 300 points, slightly above average for jobs from 300 to 520 points 
and slightly below average from 520 to 600 points. 
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Chart 11, facing, shows the State of Minnesota's "All Other 11 practice line ( above 250 points) in 
comparison with the actual salary practices of Hay clients in the State of Minnesota, which use 
the same job content evaluation methodology, projected to December 31, 1979. 

The analysis indicates that the State of Minnesota is at or above Q3 ( 75th percentile ) for jobs 
from 250 to approximately 600 points., Above 600 points the compression on upper level salaries 
forces the line towards average , crossing the average line at approximately 7 50 points and dropping 
below the Ql line ( 25th percentile) above 900 points. 

As shown by the Chart the compression which occurs on upper level salaries in the public sector 
do~s not generally occur in the private sector. 

Nationally, public sector employers are least competitive with the private sector employers for 
middle and upper level management salaries and the Chart indicates that Minnesota, while generally 
very competitive in all other areas, follows this trend. 
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Chart 12, facing, is a special analysis of the State's separate salary practices for C lerical and 
Labor/Trades occupations in comparison with the external labor market averages for these separate 
occupational groupings. 

The Chart indicates that, while the State of Minnesota maintains a higher salary practice for 
Labor/rrades occupations than for Clerical and Office occupations, this is supported by the 
prevailing practices in the external labor markets. The major difference between the State• s 
salary practices and those of the external market for Clerical and Labor/Trades occupations is 
the unusual nature of the State's Labor/Trades practice. 
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SALARY POLICY RECOMMENDATIONS 

--~, --,, 

·' 
---, 

The following represents our salary recommendations for the State of Minnesota. They have been developed 
as a result of our analyses of the State's current posture both internally and externally, and with the following 
considerations in mind. 

• When at all possible, a consistent relationship should be established between salary opportunity and 
job content. For the State, we have developed a recommendation that provides a midpoint policy 
recommendation for classes up to 320 points, a second midpoint policy recommendation for classes 
evaluated from 320 to 500 job content p~ints and third salary policy for classes above 500 points. The 
same set of salary policy formulae is applied to Clerical, Health Care and All Other occupations 
( excluding Labor Trades and Physicians ) for the following reasons: 

This will establish a greater degree of internal equity among a wide grouping of positions. 

The separate practice lines for these groups are currently fairly similaro 

• A distinct' salary policy is recommended for labor/trades classes. 

• A distinct salary policy is recommended for Physician classes. 

• We were cognizant also, that as a public employer, you must be mindful of the costs required, so that 
while salaries must be at a level that provides access to high quality staff, these salaries must at the 
same time, demonstrate to the State residents your commitment to minimizing undue costs. 
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Salary Policy vs Salary Practice 

The Salary Policy Analysis Diagram, facing, shows graphically the sound relationship between salary 
policy and actual salary practice. The salary policy is used to determine the mid-point of the salary 
ranges., Typically, actual salary practice will closely parallel the salary policy. In the private 
sector it is common to find the salary practice a few percentage points below the salary policy. This 
usually occurs because the mid-point of the range is used as the maximum level for average employees., 
Slippage will normally occur due to turnover during the year with the result being that actual salary 
practice is slightly below the salary policy. 

However, in the public sector where employees commonly rise to the maximum of the range virtually 
automatically without regard to performance, the actual salary practice is often above the line 
intersecting the mid-point of the salary ranges. Such is the case with the State of Minnesota as 
illustrated by the diagram. 

In response to this phenonomenon, we have placed the recommended salary policies generally below 
the current practice lines in order to hold the State's salary practices · at their current levels. If the 
policy recommendations were placed at the level of current practice lines it would only allow for 
additional automatic salary movement resulting in much higher actual salary practices than currently 
exist. Since the State is already competitive in each of its labor markets except upper level 
management positions, based on projected data, there is no justification for increasing the State's 
salary practices. 

If the State institutes pay for perfonnance and salary expenditure controls (see Sections IX and VIII--:H 
on Pay for Performance and Mid-Point Budgeting) then the salary policies and the salary practices will 
become much more closely related and the State can begin matching salary policies to the external 
market in a much more accurate and reliable manner. 
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Salary Policy Formulae 

The recommended monthly midpoint salary policy formula for classes up to 320 points can be described 
by the following formula: 

$2. 95P + $440 

The recommended midpoint salary policy formula for classes from 320-500 points is: 

$2. 45P + $600 

The recommended midpoint salary policy formula for classes above 5 00 points is: 

$1.65P + $1000 

The recommended_ midpoint salary policy formula for Labor Trades classes is: 

$2 .93P + $638 

The recommended midpoint salary policy formula for Physician classes is: 

$1.18P + $2185 

To obtain the salary range for any class, the total job content evaluation points are multiplied by 
the relevant salary policy formula. This is the midpoint formula amount which is matched to the 
nearest salary range midpoint of the appropriate salary schedule., The recommended range for 
Management and Physician classes is determined directly from the midpoint salary policy formula 
times the point value of the class, and are not matched to any existing ranges. 
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C. Cha_rt An_c!!Yses 

The following charts show the recommended salary policy formulae in comparison with the external 
labor markets . 

Chart 6R, facing, shows the recommended salary policy for Clerical occupations compared to the D.E.S. 
survey data for Clerical positions. Although the recommended salary policy line drops below average 
at approximately 160 points, the recommended salary policy essentially maintains the State's current 
salary practice between average and Q3 in relation to the external market. This a very competitive 
positon and should enable the State to attract hig-h quality employees for Clerical and Office positions. 
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Chart 7R, facing, shows recommended salary policy compared to the D. E. S. Salary Survey data 
for Labor/Trades occupations e The recommended formula makes two significant changes from the 
current Labor/Trades salary practice. 

• It establishes a more consistent internal relationship between classes based on job 
content complexity, i. e .. , as job content increases in complexity, so does salary 
increase in a consistent manner. 

• It establishes a more consistent relationship to the external market for all levels of 
jobs included in this grouping. 

Again the only policy recommendation is placed generally below the average of the external market. 
Two factors which were considered in recommending this policy include the following: 

• The externa 1 data is based on $/hour paid. However, many of the employees in 
these occupations in the private sectors are not employed for a full twelve months. 
Thus the actual annual salary would be considerably less than the $/hour would 
otherwise indicate. 

• State employees in Labor/Trades occupations receive generally much better and more 
complete benefits than their counterparts in the private sector. 

Combining the recommended salary policy formula with year-round employees and a complete benefits 
package should establish the State as a very competitive employer for these occupations. 
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Chart SR, facing, shows the recommended salary policy for Health Care occupations in comparison 
to the D. E. S. Salary Survey data for similar occupations. The major change is that the Health Care 
occupations have been placed on the same policy basis as the majority of the State's occupations. 
This has minor effects at various parts of the line but in general maintains a competitive position 
similar to the current practice. 
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HAY ASSOCIATES 

Chart 9-AR, facing, and 9-BR, 9-CR, and 9-DR, following, show the recommended salary policy 
in comparison to the Hay annual State Salary Survey data c The new policy accomplishes the 
following: 

• 

• 

Maintains the State of Minnesota's very competitive position in relation to salaries 
paid by other states. -

Slig ht ly reduces the 11 bend at 500 points alleviating some of the compression on upper 

level salaries and es tablishes a more consistent relationship between the salaries 
paid to positions above and below 5 00 points. 
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Chart lOR, facing, shows the recommended salary policy for "All Other" occupations compared 
to the relevant D. E OS. Salary Survey data. While the policy recommendations appear to place 
the State below average in comparison to the external data, the current methods of salary 
administration allow the actual salary practices to be much higher than the salary policy o This 
recommendation will maintain the actual salary practice near or at the average in comparison 
with this external data. 
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Chart llR, facing, shows the recommended salary policy in comparison with Hay private sector 
clients in Minnesota. Again the recommended policy will basically maintain the State ' s current 
position with a slight lessening of the compression on salaries for positions above 500 points o 
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Chart l 2R, facing, shows the recommended Clerical and Labor/Trades policies in comparison to 
each other and the average line from the D. E. S. Salary Survey data o This Chart is provided for 
informational purposes and to demonstrate the prevailing practice of maintaining distinctly 
different salary practices between Labor/Trades and Clerical occupations. 
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D. Recommended Salary Range Assignments 

Based on the job content evaluation point total of each class and the recommended salary policies 
the Department of Personnel has been provided with recommended salary range assignments for each 
class. This material is currently undergoing final review along with the job content evaluations and 
is available upon request from the Classification and Compensation Division of the Department of 
Personnel. The recommendations have been provided according to the following breakdown: 

1. Labor/Trades Classes - matched to Schedule B 

2 . All Other Classes* - 0 - 220 points - matched to Schedule C 

3. All Other Classes 220 - 320 points - matched to Schedule A 

4. All Other Classes 320 - 500 points - matched to Schedule A 

5. All Other Classes above 500 points - matched to Schedule A 

6. Management Classes 320 - 500 points - individual open ranges 

7. Management Classes above 500 points - individual open ranges 

8. Physician Classes - individual open ranges 

* All Other Classes include Clerical and Health Care 
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VIII 

SAIARY ADMINISTRATION 

The following paragraphs provide recommendations and guidelines for the initial implementation and future 
administration of the State of Minnesota's Job Content Evaluation and Salary Plan. 

A. Initial Implementation of New Salary Plan 

Major conversions from one salary administration method to another require careful planning and a 
practical approach to implementation. The initial implementation approach must take into consideration 
a myriad of factors, including initial and long-range fiscal impact, employee morale, existing and 
proposed administrative rules and procedures, and the collective bargaining process. Consequently, 
we recommend several steps which may assist the State to convert from its present method of salary 
administration to the proposed with a minimum of negative effects from the conversion. 

1. One Time Conversion 

The Department of Personnel, in conjunction with the Department of Finance, should develop 
a procedure which will facilitate the conversion from the current assigned salary range/step 
to a position within the recommended range for each class. The Department of Personnel 
should take into consideration such factors as incumbents' current position-in-range, the 
aJnount of increase required to bring incumbents to the minimum of the recommended salary 
range, administration of salary freezes for incumbents whose salaries are above the maximum 
of the recommended range, recent performance evaluation for each incumbent, etc o 

The final detailed procedures and processes that are required to make the changeover work 
smooth, with the least amount of confusion, are best handled internally within the admin­
istrative guidelines provided in this report. 
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B. 

lj 

2 . Salaries Above Maxim um 

The salaries of those employees whose current salary exceeds the maximum of the recommended 
range for their respective class should be frozen until such time as the State's -compensation 
policy sufficiently raises the salary range of their class to provide additional salary opportunity . 
An alternative to freezing salaries above maximum is to provide those positions with an annua l 
adjustment over the next few years which is two to three percent below the average increases 
which will allow the ranges to "catch up" to the above maximum salaries. 

3. Salaries-' Below ·Minimum •• 

4. 

The salaries of those employees :whose current salary is below the minimum of the recommended 
range for their respective class should be brought to Step 1 immediately upon implementation 
of the salary plan, o:r as soon as the State's fiscal capabilities permit it. 

Salaries Above ·ste2 ·1 

As ari initial procedure, th·e salaries of ~foployees ·should be placed· at that step within the 
recommended salary range for their class which does not provide an amount less than their 
current salary~ Assignrrierit of individual salaries up ·to the· miadles step should be at the 
dis_cretion of .each. ~ep~rtment head. Assignment above the midpoint of the recommended 
sala'ry rang'e· should be on the basis of documented exceptional relative performance , withi n 
the State's fiscal capabilities. In no event should the salaries be automatically adjusted 

. to the same s~ep in the recommended· rarige as held by ·the inc"~mbents in the range currently 
. .assigned to t~eir class. 

- :• . .: 

Ma'intenance of the Iob Content Evaluation Portion of the Plari 

The ongoing evaluation ·of the job content of the State' .s current, modified or new classes should 
be the_ responsibility of the Department of Personnel with participation of the line departments through 
the Job Content Evaluation Committees. 'i'he Committee membership is designed specifically to be 
representative of the various departments and occupations. 
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The Iob Evaluation Committee 

It is essential that the Job Content Evaluation portion of the Plan be maintained with the 
highest possible degree of accuracy and credibility . Most Hay-Method governmental and 
institutional salary plans are maintained by an internal committee of employees compris ing 
a representative sample of the organization's staff composition, such as the three committees 
organized by the State and trained by the consultants. 

2. Role of the Committee 

3. 

The three Committees are made up of seven members. Membership should be for two years, 
and members should serve staggered terms to avoid having a totally untrained group at one 
time. The Department of Personnel should use the Committee members as resources for 
evaluating new or modifi~d classes. 

To further preserve the integrity and credibility of the job content evaluation process, and protect 
it from possible political or administrative pressures, the job content value determination made 
by the Committees is to be considered absolutely final. 

It should be the accountability of the trained senior members of the Classification and 
Compensation Division to schedule evaluation meetings and participate in the job content 
evaluations as one of the committee members o Positions outside the classified ·service 
may be evaluated by the Committees,or as an alternative, evaluated by the Personnel Department 
with participation and input from key administrative/managerial staff knowledgeable about 
the position. 

Role of the Manager, Classification and Compensation 

The Manager of Classification and Compensation, in addition to having the responsibility 
for classifying all of the State I s positions and preparing the class specifications, 
should be accountable for the maintenance of the job evaluation and compensation plan, 
within the annual policy line formula f e) set by the Governor and the Legislature. This includes 
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updating all class specifications and convening the Committees as required, but not less than 
once every six months. Salary range determination is an automatic product of the annual salary 
policy formula and the job content value of the class. 

a. Creation .of New Classes 

When there appears to be a need for creating a new occupationa l class , the appropriate 
department head should advise the Department of Personnel. As soon as feasible, 
an up-to-date class specification wil_l be evaluated by the Job Content Evaluation Committee. 

b. Reevaluating Existing Classes 

As the classes become significantly changed , the specifications must be revised and 
reevaluated. After review of the revised and approved c la ss specification , the Department 
of Personnel will schedule job content eva luation procedures, if necessary, and forward 
the n·ew salary range ( if changed ) to the effected departments. The c la ss specifi ca tion 
review in no way relieves individual line managers of the accountability for reporting 
significant changes in job content and reflecting them in revised c la ss specifications 
as they occur . 

C. Annual Salary Policy Adjustment Process 

One of the State's most vexing problem areas is the a_nnual process by whic h the compen sation 
for its employees is adjusted for prevailing rate increases, cost of living adjustments and internal 
equity adjustments . The results ha_ve been felt in the total cost of employee salaries , employee 
morale, collective bargaining and a strain of the credibility and re lationships betwe·en the operating 
departments, the pers_onnel agency , and the leg is la tive and executive functions. Following are 
recommended step.s in the annual compensation policy adjus tment process, and the definition of the 
role of the major parties in the process. A listing of the tasks and an illustrative diagram can be 
found in Section III-C, page 12. Additional discussions pertaining to salary survey is contained 
in the "Comparisons of Salary Practices of the ·Public and Private Sectors in Minnesota II report. 
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1. General Outline of the Principal Steps in the Process 

• Prepare current actual practice scatterdiagrams and compute lines of central tendency. 

• Obtain salary surveys and construct external prevailing rate models. 

• Compare current actual practice lines to external models. 

• Prepare recommended position of salary policy for next year I develop formula(e) and 
compute implementation cost. 

• Review recommended position with the _Department of finance 

• Present recommendations to Governor. 

• Governor coordinates recommendations and incorporate them into the budget package. 

• The Legislature evaluates the fiscal impact of recommendations and determines a final 
salary policy. 

• Department of Personnel implements salary policy line placement decision . 

2. Focus of the Process 

The Department of Personnel , key administrative officers, the Governor , and the Legislature 
should focus their analysis on the annual sa lary policy recommendation of a single issue --
the recommended salary policy lines and their fiscal impact. The placement of the recommended 
policy lines over the external prevailing rate market models, and the automa tica lly resultant 
salary policy formula (e), also provide the fiscal impact calculation in gross dollars and 
percentage. 
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-----

This should be the only issue debated -- what type of a salary policy should the State 
have for the ensuing year? For example, will it be at or above the Average position in 
comparison to all relevant employment markets, and if so, how much salary movement should 
there be. 

All partie·s should avoid experimentation with the salary plan, such as granting flat dollar 
increases, which tend to severely impair the internal equity of the salary plan. 

The Concept and Definition of Prevailing Rate 

It must be emphasized that the job evaluation and compensation plan is based on the widely 
accepted concept of "prnvailing rate. 11 This compares an employer• s current compensation 
practice for _ _a 11 positions to that of a sample of employers in the relevant competitive employment 
market(s) through a benchmark salary surveys. The prevailing rate mode l developed from such 
a comprehensive benchmark salary survey represents the combined external salary practice 
11 prevailing in the marketplace. 11 

The principal factor in the prevailing rate concept is that it relates to entire salary practices , 
and not necessarily to any one individual occupational rate. Occupational groups and 
individual employees, and sometimes operating departments , are understandably primarily 
concerned with their own salary rates rather than the internal equity of the State • s total 
salary plan. Sometimes, an erroneous view is held that the prevailing rate is the straight 
mathematical average of a nu1n:ber of rates reported for a single occupation, without regard 
to other occupations. · This is a rather primitive approach, and is not compatible with a modern 
concept of II prevailing rate. 11 

In summary", the State's "prevailing rate" is the position of its annual salary policy line 
for all of its occupations in the context of an external prevailing rate model. The individual 
occupational class prevailing· rate approach can only determine the average external rate for 
a few classes without regard for internal equity and certainly not for the entire occupational 
structure : . • The salary policy line and resultant formula(e) provide a pure method of linking all 
occupations together into a cohesive internally-equitable salary plan. We recognize that all 
salary movement, while based on external labor market values,.must also take into consideration 
the fiscal capabilities of the State. 
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Prevailing Rate Movement Related to Annua 1 Salary Adjustments 

The State should update its salary policy line(s) placement in relation to the exter~a l 
market on an annual basis, .if administratively possib-le. The degree of movement of the 
salary policy line is determined by the degree of movement of the external prevailing ra te 
market on the basis of actual salaries paid to the employees of the employers in the annual 
salary surveys. Those actual salary amounts express not only those employers' re ·sponse 
to the increase in the cost of living , but also the scarcity and/or surplus of certain occupa tions 
in the marketplace. 

Since the State operates on a bi-annual budget, salary increases may have to be projected for the 
second year of the biannium for budg.etary purposes based on current wage trends. However , 
these projections should be checked against the survey data for the second year and if necessary 
adjustments should be made in the projected salary policy movement. 

Exceptions to the Salary Policy Line 

External employment market factors may, on a very few occasions, require that the salary range 
for a particular class or group of classes be established at a level other than that dictated by 
internal equity. Classes such as Physicians and/or Dentists_ are often paid at premium rates 
over their internal job content value. In the event that artificial external conditions , 
properly documented, are found to exist for the few exceptional classes, the Classification 
and Compensation Division should make an exception from the salary policy formula for 
such cla~ses. Exception approval should be renewed annually, and in no event should a 
class be reevaluated to obtain a higher number of job content value points solely to achieve 
the same effect as a salary policy formula exception. 
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Salary Range Structures 

The salary range recommendations contained in this report are based on the current structures of 
the State's various salary schedules. Variations in the salary adjustments over the last few years 
have resulted in inconsistencies within the structure in terms of such factors as the percent spread 
between ranges and the percent spread between steps within a range. The following are 
recommendations for improving the structure of the State ' s salary schedules. 

1. 

2. 

Lab_or/Trades Schedule ( Currently Schedule B ) 

The State's current practice of using a starting rate and a job rate for Labor/Trade occupations 
is very appropriate and consistent with common practice in the private sector. The one 
recommendation we would inake for the schedule is to structure the schedule wit h a 5% separation 
between the starting rate and the job rate and a 5% separation between the job rate of each 
sequential job rate. ( Current separations vary but average close to 3% ) . The 5% separation 
will allow for mon{ s~gnificant and recognizable increases when either attaining the j ob rage 
or when reassigned, promoted or reallocated to a higher salary grade. 

Nonexempt Salary S_cheduel ( Currently Sch~dule C ) 

The current schedule for nonexempt positions ( excluding Labor/Trades classes ) also has 
variances 'iri the percent b~tw:een the rang.es and in ·the percent from minimum to maximum of 
a range ( the range width) . • ·These variances have .primarily resulted from the cents per hour 
Cost of Living Adjustments( C.O.L.A.) which have occured over the last few years. There 
are also too many steps viithin· the ranges at this level. The learning curve for t hese positions 
does not warrant eight steps in a salary range. · 

We recommend that the number of ·steps be reduced to five and that a new 'schedule be 
developed which is based on S-% between each step and 5% between each range. This will • 
allow for more significant increases upon upward movement within or between ranges, and 
will make· the midpoint and the maximum of the ranges attainable in a period of t i me more 
reaHstic in· relationship to the amount of time required to become proficient at the tasks 
assigned to positions at this ·1evel. This will result in salary ranges with a minimum s·pread 
of approximately 2?%. ( Current ranges vary between 19% and _25% ) . 
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Generally speaking, the break point for including positions in this schedule should be 
approximately 22 0 points. Some variances may occur in the assignment of specific classes , 
due to their linkage within a class series to positions at either higher or lower evaluated 
point totals. 

Exempt Salary Schedule 

We recommend that the Exempt Salary schedule be modified in the future to provide for the 
following: 

• 5% between each salary range 

• 5% between each step within the range 

• Seven steps within · each range 

This will establish an integrated schedule with approximately a 35% spread between the 
minimum and maximum of a range o 

Management Salary Structure 

Section X of this report provides a more detailed presentation concerning our recommendations 
pertaining to a management salary plan. Basically,we recommend an open range structure 
( without specific steps ) as currently exists, but with broader salary ranges to allow "for 
a wider recognition of variances in performance at the· management level. 

Physicians Schedule 

The Physicians Schedule should also be structured with wide, open ranges to allow for the 
needed flexibility in recruiting and retaining physicians. 

-53-



E. In-Range Salary Adjustments 

Following are several recommendations regarding the movement of individual salaries within a salary 
range. These recommendations are tied to the midpoints of the salary ranges. In those cases where 
a step structure is used the midpoint would be the middle step of the range. These recommendations 
also relate to the concept of pay-for-performance covered in Section IX. 

1. 

2. 

3. 

Hiring Steps 

The Department of Personnel should have the authority to establish the hiring rate for any class 
above the minimum of the range, up to the range midpoint, when the employment market realities 
require. It is the midpo'int of the salary rarige which is matched to the external composite prevail­
ing. rate through the annual salary policy_. The minimum is linked to the midpoint by the Salary 
Schedule structure, _and does not automatically represent the amount for which individuals can be 
attracted to State service. Consequently, flexibility in setting the hiring level may be 
necessary for the State to be competitive for some occupations. 

Increase Ste.es 

To the maximum practical extent possible, the State should administer its salary ranges · on the 
basis of individual performance, measured by an effective performance achievement program. 
Automatic iri.-range longevity advances should be avoided. In any event , ordinary in-range advance­
me!lt should be limited to the midpoint of the range. 

Performance Ste.es 

Movement above the midpoint of the range should be limited to those individuals who consistently 
are the most exceptional performers in a department. Inasmuch as increased longevity does not 
automa·tically result in incrna·sed productivity or performance, advancement beyond the range mid­
point s_hould ~~ . on the_ basis of documented exceptional performance. 

-54-



__ ,._ 

F. 

.-- --- :---- ~ .. ~ ---. ---, ---L - -

4. 

-"7 - --

Exce2tional Performance Awards 

The practical realities of salary administration methods in large public jurisdictions preclude 
the higher degree of flexibility that private sector employers enjoy in recognizing singular 
exceptional achievement. However, it is recommended that the State permit department heads 
to reward by cash payment, exceptional, single-event performance (as distinguished from the 
consistent exceptional performance recognized within the range). Department heads should be 
permitted to give cash awards of $100 multiples up to $5 00 to individuals performing extremely 
well on short-term critical projects or under severe emergency conditions. The Department of 
Personnel working with the Department of Finance should develop a practical policy and limits 
for exceptional performance awards. 

The distinctive aspects of the Exceptional Performance Awards are they allow immediate , clearly 
identifiable, very real recognition for singular achievements or performance and a re not tied to 
base salaries. The current system of exceptional performance awards, in essence , only dupli­
cates what the upper balance of the salary range should be used for (recognizing above average 
performance) and should be abolished. 

Supervisory Differentials 

------, 

There may be occasions where insufficient salary separation occurs between a supervi sory position and its 
direct subordinates, even though the supervisory class has a higher-evaluated job content. Such situations 
may result from matching the midpoint value of a class to the closest middle step in a different structured 
salary schedule or may result from differences between bargaining unit increases and general increases. 

In any case where the salary range for a supervisory c:lass, as calculated by the annual salary policy 
formula(e) , is the same or similar to that of directly subordinate positions or classes, an exception to the 
poliGY formula should be made. The minimum salary differential between higher-level classes and 
directly subordinate classes or positions, should be at least 5% . The job content eva luations provide 
the guidelines for determining the appropriate separation between the classes on case by case basis. 
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G. Annual Salary Surveys 

The State should establish a consistent II core II of salary surveys to be used for salary comparisons . 
These surveys should be representative of the occupations and areas within which the State 
recruits . The following are our recommendations for areas to be surveyed and the exis ting survey 
which provides the best information currently . 

Occu2ational Area 

Labor/Trades ( Minnesota ) 

C l erica l and Office ( Minnesota ) 

Technical and Professional ( Minnesota ) 

Professional/Managerial ( Public Sector ) 

Professional/Managerial (Private Sector ) 

Health Care 

Survey 

D. E. S . Annual Survey 

D. E. S . Annual Survey 

D. E. S. Annual Survey 

Hay Annual Salary Survey of State Governments 

Hay Compensation Compari son 

D. E. S. Annual Survey 

Additional information concerning the conducting _, use and technicalities of salary surveys is 
contained in our report entitled , 11 Compari sons of Salary Practices of the Public and Private 
Sectors in Minnesota. 11 
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Salary Budgeting and Control 

The State's salary practices should be examined annually for internal equity. The primary tools for 
this analysis are the: 

• Scatter diagrams which show graphically, the appropriate salary practices of t he State 
and highlight problems of internal inequity. 

• Use of total-State, departmental or individual compa-ratios versus performance ratings 
to determine whether or not individual salaries fall within the proper portion of the range. 
The compa-ratio is a statistical index showing the relationship between ac;:;tual salaries 
paid and the midpoints of the current policy structure which is arrived at by dividing actual 
salary by midpoint salary. This figure, combined with performance information , a llows 
determination of the appropriateness of the current salary level. 

-~ 

An effective tool for control of salary expenditures is the concept of Midpoint Budgeting o This involves 
funding of an organization's total salary expenditure in an amount not to exceed the sum total of a ll 
salaries at the Midpoint of their respective salary ranges o Thus, if one individual is placed a t 105% 
of midpoint, the resultant 5 % must be obtained from savings accrued by placing other positions a t a 
place l ess than 100% of their respective salary ranges. 

In effect, Midpoint Budgeting is a -method of achieving a 100% compa-ratio , where tota l actua l sala ry 
expenditures equal the sum total of all salaries at the midpoint of their respective ranges. Modification s 
to Midpoint Budgeting include funding salary expenditures at tot als less (i.e. , 85% , 90%) than or more 
(i . e ., 102%, 105%) than midpoint to accommodate annual variations in salary policy , fiscal capabilities , 
or individual job performance . A detailed written presentat ion on the Midpoint Budgeting concept has 
been prov ided with this report to the Departments of Personnel and Finance o 

Relationship To Collective Bargaining Process 

As indicated , this report and the recommendations herein a re not intended to interfere with the Collec -
tive Bargaining process . • The evaluated point totals however do provide guidelines for t he appropria t e 
hierarchy of wage levels within a bargaining unit o The report may also be used as a guide in restruc turing 
the salary ranges and making modifications in salary and wage administration for bargaining unit po s itions ., 
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IX 

REIATING INDIVIDUAL JOB PERFORMANCE TO SALARY 

Pay-For- Performance 

The current salary plan is administered essentially on a longevity basis., The consultants' strongest 
objection to the current salary plan is that movement through a salary range is almost totally a function 
of the incumbent' s length of service and has little or no relationship to the quality of job performance. 
Such plans are, by their structure , demotivators, rewarding existance rather than performance . In the 
job content evaluation process, each occupational class was evaluated as though staffed by a qualified 
incumbent(s) whose performance was at an acceptable, or competent level. The recommended salary 
policy Midpoint, therefore, states the dollar value of each class at the fully acceptable performance 
level, and at amounts combining_ the external prevailing rates and the State's annual salary policies. 
One question which should be asked is "if the midpoint of the salary ranges form a reasonable relation­
ship to the external markets and the midpoints are adjusted annually to reflect general wage increases , 
why should an average employee be paid above the midpoint of the range? 11 

To recognize different levels of performance within a given class, and consequently to provide for 
different levels of rewa_rds I the Salary Schedule should contain a zone or range around the salary 
Midpoint. This range provides the flexibility necessary to compensate different levels of performance and 
it allows sufficient latitude for effective salary administration and individual motivation., The question 
now becomes: i•when is it appropriate to compensate an individual below, at, or above, the Midpoint? 11 

The position-in-range established for every position should be determined by the performance of the 
incumbent .. 
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ANATOMY OF 
A SALARY RANGE 

The range is a function of the job itself. 
Movement within the range depends on 

the individual's performance. 

MIDPOINTO F --------------SALARY RANGE 

Salaries should be administered 
to relate amount and frequency 
of increases to individual 
performance, as shown by the 
Salary Increase Guide. 
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We suggest four basic levels of relative performance, which are illustrated in the Anatomy of a 
Salary Range, shown on the facing page, and are defined as follows. (The illustration is based on 
a 7 step schedule structure. ) 

• 

• 

• 

• 

Distinguished (Step 1 - 7) - this portion of the range is reserved for those individuals 
whose outstanding performance is clearly obvious to all. It extends from 85% to 115% 
of Midpoint. Normally, not more than 10% of the State's total personnel would be_ 
expected to fall in this category. 

Commendable (Step 1 - 6) - this portion of the range is reserved for seasoned employees 
whose performance is notably better than Competent and could normally include about 
10% of total personnel. It extends from 85% to 110% of Midpoint. 

Competent (Step 1 - 5) - this portion of the range is reserved for seasoned employees whose 
performance is judged as accepta-ble, satisfactory, sufficient. It extends from 85~~ to 105% 
of Midpoint. Usually about 65% of an organization's employees will be considered CompetenL 

Provisional or Marginal (Step 1 - 3) - this portion of the range is for inexperienced -,newcomers 
and others whose perlormance requires improvement. It extends from 85% to 95% of Midpoint 
and comprises approximately 15% of an organization's total personnel. This zone covers: 

1. 

2. 

Provisional - employees whose performance is close to being Competent, 
but where the need for further development is recognized. 

Marginal - inexperienced newcomers and others whose performance is 
clearly below an acceptable level .. 

NOTE: The two lower levels ("Provisional" and "Marginal") have been blended into a 
single area because less than Competent performance should not be accepted 
for very long. 

A job need not at once be paid at the level corresponding to the incumbent' s performance, if that would 
result in unusually high increases. Rather, the normal starting point for all ranges is at 85% of Mid­
point (Step 1). Rate and frequency of increase, as well as access to th_e top of the range , depend on 
an individual's performance, in relation to that of the other employees .. 
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The exact percentages of performance increases are to be determined annually, as a policy by the 
State, to reflect such considerations as the relative aggressiveness of salary policy, current 
compa-ratio **, and the extent of inflationary pressures in the economy. 

The following points are important in granting performance increases: 

• The individual ' s performance defines the portion of the range available , 
not necessarily paid. 

• Performance increases are normally not less than 5% nor more than 10% . 

e The salary of ea_ch employee newly placed in a job by employment or movement within 
the State should be reviewed at the end of six months. A performance increase may 
be granted a t this t ime if warranted by a reasonable increase in proficiency . 

• Salary Reviews· for individuals on the job six months or more should be at annual interval s . 

• Increase should not be given to individuals until their performance has been properly 
appraised. 

An incumbent whose salary is below the Minimum should be brought up to the Minimum of the range. 

For guidelines in linking performance evaluations to salary amounts in a salary grade/step table , see 
the separately provided publication entitled, "Relating Performance Evaluation to Compensation of Public 
Employees. " 

** Compa-ratio is the percentage relationship of the current total salary practice amount to the 
total of all salaries at the Midpoint of the recommended salary ranges. 
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MANAGEMENT SALARY PLAN 
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The following paragraphs provide recommendations for the administration of salary for the State' s 
management positions. There are several basic distinctions between management salary plans a nd 
those for other occupations, principally involving goal achievement-based salary administration 
for this group. 

A. Application of Goal Achievement to Salary· Administration 

The fundamental principle of thEf State of Minnesota1"s Management Salary Plan is that those 
salaries should be adrriinistered on an individual basis according to how well the individual 
is meeting the accouritabilities of the position~ A critical facet of such an approach is that 
the State's performance measurement system for managers be more fully developed and 
effectively integrated into the administration of manager's salaries. • 

There is no substitute for thoughtful, ohjective judgment and review of the actual achievement 
of each individual involved o The recommended salary structure has a percentage range from 
Minimum to Maximum to allow flexibility in compensating individual employees for varying 
degrees of achievement. To be effective, a salary administration program must provide a mpl e 
incentive for 11 distinguished" performance as well as appropriate compensation for "marginal" 
_performance. Accordingly, the percentage ranges for performance increases should be fully 
utilized . This can be an effective tool to encourage and recognize higher levels of perlormance 
throughout the State's management. 
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Under the "goal achievement" philosophy, management salary increases are obtained through achieve­
ment of individual goals established through an objective performance achievement measurement 
program. Such a program annually defines measurable and achievable organizational and personal 
objectives within the control of the incumbent. Consequently, each management position' s goals will 
differ from each other as would the standards _of measurement. The State has developed such a manage­
ment performarc e achievement program, however the results of the achievement evaluation process 
need to be fully and effectively integrated with the salary adjustment process . 

Goal Achievement-Based Salary Range 

• Range Midpoint for each position is the product of multiplying the job content points 
and the annual salary policy formula. 

C, Minimum is 80% of Midpoint; Maximum is 120% of Midpoint. 

• No precalculated merit or in-range longevity steps in the range. 

• Midpoint budgeting principle does not apply. 

The Minimum amount of the salary range in the Management Salary Plan should not be auto~atically 
considered as the hiring amount for new incumbents, as it is not the prevailing employment market 
rate. The Midpoint of the range is the amount linked to the external prevailing rates, while the 
Minimum and the Maximum are established to provide a salary range for goal achievement adminis­
tration. The Department of Personnel should exercise professional judgment in overseeing salary 
negotiations with applicants for these highly experienced positions, with authority to set the final 
hiring salary anywhere in the range sufficient to attract top caliber individuals. 
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Initial Im__2lementation 

The current performance evaluations and the salary increase guidelines provided in this report 
should be combined to determine in range adjustments for Managers e Additional efforts should 
be made in the next year to improve the integration of the performance evaluations w ith man_agement 
salary administration. 

Management Salary Ranges Based on Job Content 

There is the tendency in some jurisdictions to assign all jobs in a certain category to the same salary 
rate/range. This is sometimes done with management jobs where the practice is to pay all division 
heads a t the same level. This is a very inequitable approach to compensation. Division head posit ions, 
as with other positions, vary in their complexity. As indicated by our evaluations, management positions 
have a wide range of job content point totals. To pay all such positions at the same level when there are 
significant differences in job content is no more appropriate at the upper management level that it is at 
any other leyel in the Salary Plan. We have, therefore, developed the salary range recommendations for 
upper management positions based on the evaluated job content of each individual class . 
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XI 

SPECIAL COMPENSATION ISSUES 

The following section addresses several of the special issues which were identified in conducting the Job Content 
Evaluation and Salary Plan study. 

A. Cost of Livin~ ustments 

The State of Minnesota has legislated Cost of Living Adjustments ( C.O.L.A.) on a flat cents per hour 
formula. We recommend that C. 0. L.A. be eliminated for the following reasons: 

1. Superseded by Annual Adjustment Process 

We have recommended that the salary policy and the salary ranges be adjusted on an annual basis 
in accordance with labor market salary and wage movements. These movements are a resu lt 
of C.O.L.A. increases, increases in the Consumer Price Index (CPI), negotiated wage 
settlements, etc. By matching the external markets the implied philosophy of compensation 
cha·nges from one of an obligation to maintain a lifestyle to paying market value for the 
human skills required to operate the State. 

Since the recommended annual adjustment process already takes into account C. O. L .A 0 

there is no need to make additional C. 0. L.A. adjustments o In fact to do so would greatly 
exceed the increases provided in the external markets and would be highly inflationary. 
It is important to note that our salary policy recommendations are based on the midpoint of 
a fiscal year rather than the beginning of the fiscal year. This takes into account labor 
market( s) movements which are likely to occur during the year and allows the employer 
to straddle the desired position in relation to the appropriate labor market(s} .. 
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Com2ression 

The current method of adjusting for C.O.L.A. causes severe compress i on in the salary plan. 
Any kind of flat cents or dollar increase will provide a much higher percentage increase for 
lower level jobs than for higher level positions. 

Previous adjustments have resulted in over 17% increases at the lower portion of the salar y 
plan and less than 3% increases at the upper portion of the plan while the cost of living 
increased 10%. Over a period of time these adjustments will distort the salary differentials 
and compensation relationships which should exist between positions based on differences 
in job content. This type of compression _can be easily seen by examining the charts in this 
report for the State's positions over 3 2 0 points . 

While we believe strangely that all employees should receive an adequate salary , to prnvide 
very large percentage increases at the lower level position of the salary plan and very small 
percentage increases at the upper portion of the salary plan will only result in a highly 
compressed, ineffective and inappropriate salary structure. 

_ When adjusting a salary plan a straight percentage should be used in order to maintain 
proper internal relationships unless modified adjustments are specifically supported by 

. reliable external salary data. 
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B. Other Types of Salary Structure Adjustments 

C. 

Other forms of salary adjustments, such as flat dollar increases, or "capping," which is providing for a 
percentage increase but with a maximum dollar amount,are also inappropriate and result in unjustified 
compression in the salary structure. Another form of "capping" which is to place a maximum amount 
that no job can exceed, will also over a period of time cause salary inequities as more and inore 
occupations get pushed against that ceiling as a result of external market increases. 

All of these types of adjustments result in compression and inappropriate salary relationships, both 
internally and externally. 0n'ce a salary plan has been structured on the basis of internal equity ( evaluated 
job content ) and external competitiveness> further adjustments to the plan should be made on a percentage 
basis for the whole plan, unless, as stated earlier, modified adjustments are justifiable based on 
movements in the external labor market(s). 

Individual Salary Movement 

Currently an employee will likely receive the following s·alary increases in a given yearo 

1. Across the board adjustment to the salary ranges 

2. Step increase within the range 

3. C.O.L.A. 

In addition he/she may also be reclassified to a class assigned to a higher range g 

We object to the general structure and nature of salary movements for the following reasons: 

• Adjustments 1 and 3 essentially duplicate each othe~ raising overall salaries at an 
unj ustifiab-ly fast rate. 
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• Adjustment number 2 is virtually automatic with little, if any, relationship to performance D 

• At least a percentage of reclassifications are to classes which are no different in job content. 
{ This w.as found to be the_ case in approximately 1/3 of the Junior-Senior plans ) . 

The following ·are ;ecommeildations for salary p:1ove·ments. These recommendations are supported 
in various parts of this report and are presented here in summary form . 

• 

• 

• 

AU c la sses_ assigi:ied to the appropriate salary range based on their evaluated job content. 
• ( Multiple leve;ls within a series should only be established when there i s a genuine I 
measurable difference in the nature and complexity of the job content be tween levels) . 

Salary structure adjustments made on an annual basis to reflect salary and wage movements 
in the relevartt ·labor'··marke't(s). -

In range movement based on objectively evaluated employee performance. Movement 
above the midpo_int of th~rapge should be based solely on above average performance. 

D. _ Male vs. --Female .Salary Comparison Analysis 

t 

As part of the overall compensation study we were asked to analyze the salary relationship between· 
male dominated and female domir!ated classes. For purposes of this analysis we used the following 
criteria for identifying whether a ·class is male or female dominated. -

• Male Dominated - _Over 80% male 

• Female Dominated - Over 70% female 

These figures have previously been used by the Legislative Audit Commission and reflect the differences 
in the percentage of male and female · workers in the labor force. 
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To conduct the analysis we used the scattergram of the State's total employee population ( see Chart 1 
page 19 .1 ) . The scattergram has a 35% cone around it which represents the normal spread of salaries 
around the central practice line. Those plots which fall outside the cone are being affected by factors 
other than job content such as labor market differences, or as has been suggested, sexual bias. The 
following table summarizes the figures pertaining to those classes which fell outside of the 3 5% cone. 

• Cone Analysis 

CONE ANALYSIS SUMMARY 

Total classes outside cone 

Male or female dominated classes (total) 
male dominated 
female dominated 

Male classes over cone 
Female classes over cone 

Male classes und·er cone 
Female classes under cone 

Mixed classes 
Mixed classes over cone 
Mixed classes under cone 

Total Incumbents 

Incumbents over cone 
Incumbents under cone 
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169 

135 
117 

18 

92 
3 

25 
15 

34 
17 
17 

5608 

Male Female 
4,139 229 

485 755 



The data indicates that, while there is more of a tendency for male dominated classes to be above 
the cone than female dominated classes , both male and female classes fall above and below the cone. · 
In addition there are 34 classes with a sexual mix which are outside the cone with an even 
split betweeq those above and those below the cone . 

• Occupational Analysis 

As indicated., major .industries will vary in the level of salaries paid within their 
resihective occupations, eg. the Health Care industry is generally a low paying 
industry in comparison to Manufacturing. Thus, we have analyzed the data to 
determine how m½}ch of the dispersion may be accounted for on the basis of industry 
differences. The following is the summary of the occupational analysis . 

OCCUPATIONAL ANALYSIS SUMMARY 

Male classes over cone in Labor Trades 
occupations 

Female · classes under cone in Health 
Care occupations 

Male classes under cone in Health 
Care occupations 

. Male cla·sses over cone in Physician 
occupaUons 

Glerica 1 classes under cone 
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45 

10 

7 

4 

0 

Incumbents 
Male Females 

3262 67 

20 464 

37 4 

27 1 
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Of the 135 sexually dominated classes outside the cone, 66 can be accounted for based on industry 
differences . One particularly interesting point is that not one of the clerical classes which are 
heavily female dominated fell below the cone. This is very unusual. In most cases in both the 
public and private sectors a number of occupations falling below the cone would include clerical 
positions , since, in general clerical occupations have been paid at lower levelso The analy:5is 
indicates that the State of Minnesota has established clerical salaries at a level very competitive 
with other occupations of similar complexity with the exception of the Labor/Trades occupations 
which are almost universally paid at high levels in both the public and private sectors . 

• Cone Analysis Excluding Industry Variances 

The following is the cone analysis excluding those plots falling outside the cone 
which can be explained by industry variances. 

Cone Analysis Excluding Industry Variances 

Incumbents 
Classes Male Female 

Male classes over cone 43 715 72 

Female classes over cone 3 0 6 

Male classes under cone 18 145 13 

Female classes under cone 5 0 20 
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• Additional Factors Affecting Dispersion 

Additional factors which may be affecting the dispersion outside the cone include the following: 

High Technology Occupations. Occupations generally associated with technical fields 
such as engineering, electronics , data processing, etc. , are often paid at premium 
rates particularly as new developments in the fieid are occurring. Historically these 
occupations have been filled primarily_ by male employees . However, this trend is 
steadily, if not rapidly, changing . 

Junior-Senior Plans. Positions at the Junior level of Junior-Senior plans are mqst often 
reallocated to the Senior level before employees reach the midpoint of the Junior level 
~alary range. Thus the average salary is very low for the Junior class since they are 
primarily filled by individuals with two or less years of service with the State . 
Seventeen of the classes falling below the cone appeared to be affected by this factor 
and would otherwise most likely have fit within the cone. • * 

• Effect of the Iob Content Evaluation Process 

Most of the dispersions not accounted for on an industry basis will be removed by assigning 
classes to salary ranges based on the evaluated job content of the class. The few exceptions 
to this will be those special OC(?upations which must be paid on_ an exception to the salary 
policy basis in order to obtain qualified employees. 

Since we have recommended that all classes be paid on the same set of salary policy formulae 
except Labor/rrades .and Physician occupations, most of the industry variances , i.e., Clerical 

. -
and Health Care, win also be removed. 

*NOTE: After excluding_ variances based on industry differences, 12 of the 33 .female incumbents 
under the cone and 106 of the 145 male incumbents under the cone are at t he "Junior" 
level of Junior-Senior Plans. In addition 218 of the 468 females under the cone in Health 
Gare occupations and 13 of 57 males under the cone in Health Care occupations are also in 
"Junior" level classes. -
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Summary 

It is very difficult to draw any specific conclusions from this analysis. In general there appears 
to be a slight tendency to pay male dominated occupations at a higher level than female dominated 
classes. However, excluding industry variances this involves an extremely small percentage of 
the positions. 

The real issue is not whether the State pays males and females differently, since there is very 
little difference when industry variances are removed, but what efforts the State is making in 
ensuring that both males and females have access to employment in all occupations including 
those currently dominated by the opposite sexo 

The courts have ruled that salary variances which are based on industry variances are permissable, 
regardless of whe_ther some inqustries are female dominated and others are male dominated. Thus 
the issue becomes one of equal opportunity of employment,, not salary administration., 

Upward Salary Range Reassignment During the Biennium 

Current legislation-prohibits the reassignment of classes to higher salary ranges during the Biennium., 
We recommend that with the installation of the Job Content Evaluation methodology that this prohibition 
can be removed. If class concept and contents change significantly, the class should be reevaluated 
and if justified moved to either a higher or lower salary range based on the nature and complexity of the 
changed content. to prohibit reassignments during the Biennium, only encourages the abuse of the 

. classification system to achieve what is a salary plan administrative matter, Leo, if the class cannot 
be reassigned, create a new class and reallocate the incumbent. 
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Focus of Salary Expenditures for Fiscal Year 1980 

The recommendations of the report essentially hold the State ' s salary ranges _at their current level 
since_ the State's salary practices are competitive with the external labor markets projected to the 
midpoint of the State's next fiscal year. • Salary expenditures should be focused on eliminating 
inequities and allowing for in-range movements based on performance. 

Federal Wag_e and Price Guidelines 

The recommendations of the report are well within the recently established Wage and Price Guidelines. 

Communication of ComE_ensation Plan 
. . - . - - • • 

. . 

It is generally true that employees · do not have a clear understanding of the State ' s complex compensation · 
system. This often leads to misinterpretations, confusion, inappropriate expectations, and morale 
problems . . We recommend that, with the installation of the Job Content Evaluation methodology and 
changes in salary and wage administration, the State either prepare, or have prepared a formalized 
information.package~ fo communicate the various aspects of the compensation system to current employees 
and subsequently be used as part of the orientation for new employees. 
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DEFINITION: Know-How is the sum total of every kind of skill, how­
- acquir9d, 1'11Qulrld for ecceplabl• jOb performance. Know-How llel 
cti,-dlmentlona - lhe raqulremenll for: 

• Practical procedura. spa;lallzed taehniqua, and. 1-ned dlcl· 
pUna 

• • Know-How of intei,-a1ing and harmonlzin11 the diversified func­
tion, lnvon,ed in menaue,ial 1ituetlona !operating, supponlne, 

~ 

• A. PRIMARY 

Elementary plu1 some 1■condary tor equlv•ant) education; 
plu1 worit Indoctrination. 

a. ELEMENTARY VOCATIONAL 

"' Familiarization In uninvolved, standardized -" routl,-
Ill .,..d}or uee of simple equiprnant and macnlna. a: 
:, 
0 
Ill C. VOCATIONAL u 
0 Procedural or 1y11arnatic proficiency, which may lnllolve a a: 
A. facility In the UM of apeciallud equipment. 

~ 

C 
u 

D. ADVANCED VOCATIONAL ;: 
u Some speclellzed (generally nontechnical} lkllll1). acquired C 
a: on or off the job glvlne additional breadth or depth m a gan-

C<I&. wally single function. 
Ill 
:, 
C E. '5ASIC SPECIALIZED 
i 
% Sufficiency In a 19C:hniqu• which ntQUirn a g,ap either of 
u Involved practic:n and prec:lldlnu; or of 11:lentlflc ~ end 
Ill princlplea; or both. ... 
0 
Ill F. SEASONED TECHNICAL 
N 
'.j Proflc:lenc:y, IJllined tnroui;t widl axpmure or axparlenc• in 
C a 1peclallzed or tllehnlcal field, In • tKhniqua which com-

u bin• a breed ll'"■IP •llhar of Involved practlc• and p,-
Ill den a; or of aclentlflc th-V and prlnclpl•; or both. 

Cl)' G. WECIALIZED MASTERY Ill z 
'.j O.terminativ• mastery of techniques. practic:n and tlworiN 
A. aelned throui;t wide 1N10ning and/or apeclel davelopnent. 

w 
i5 
0 H. PROFESSIONAL MASTERY 
Ill z Exceptional competanc• and unique mastery In economic. 
C Judicial. educational wrd/or polltlcal •ffaln. 
~ 
~ 

~ 

I. LIMITED 

Perfonnanc:e or supervision 
of en activity (or activities) 
highly qiecific •• to o~ 
live and conw1t. with 11> 
proprlata _.,.,_ of re-
ISM ectlvltlA 

1 2 3 

50 57 .. 
57 .. 71 .. 71 17 

81 71 17 

715 17 100 

17 100 1111 

,n 100 111 

100 111 132 

1115 132 1152 

115 132 182 

132 1152 171 

152 1711 200 

1112 1711 200 

171 200 230 

200 230 284 

200 230 264 

230 2M 30I 

2M 3(M 380 

264 JCN 3IO 

304 360 400 

360 400 4IO 

360 400 490 

480 460 1528 

490 628 80I 
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KNOW-HOW 
0 ""' AS!IOCIAT&• teH 

••M A N A G E R I A 

II. INTERMEDIATE Ill. BROAD 

Operation• or conc:epNel Operational or conceptual 
integration or coordination Integration or coo,dina1ion 
of activitl• which a19 r.i. of activities which •• di-
tlvely hOfflOgltn■OUI In ~ ver1■ In natu,.-end objec• 
turw end ODjective. tiv•. in en Important,,_ .-...... 

1 2 3 1 2 3 

Ill 71 17 17 100 1111 

71 17 100 100 1-111 132 

17 100 111 1111 132 1&Z 

17 100 115 111 132 tu 

100 1-11 132 132 152 171 

1111 132 1152 1152 17& 200 

111 132 112 162 17& 200 

132 1152 171 1715 200 230 

152 1711 200 200 230 2M 

1112 1715 200 200 230 284 

17& 200 230 230 284 304 

200 230 2N 284 304 3liO 

200 230 264 284 JOI 360 

230 2M 3CM 304 360 400 

at 3CM 3IO 360 400 480 

264 3CM 360 360 400 460 

30I 360 400 400 480 621 

311G 400 4IO 460 1521 80I 

3l50 400 480 480 621 80I 

400 460 1528 628 608 700 

4IO 1528 80I 608 700 IOO 

460 628 60II 601 700 800 

628 60I 700 ·100 800 920 

60I 700 800 IOO 820 1CR 

MEASURING KNOW-HOW: Know-How h• bolh scope (variety) 
and depth (thorough,-) . Thu1, a job may require 10me know­
ledge about • lot of thin1111. or • lot of knowledge about a ,_ 
lhin1111. The total Know-How i1 the combination of acope and 
depth. Thl1 concept m•• practical 1he compa-ilon and >Wlgb­
i119 of the total K,_.How content of different jobl In termt of: 
"HOW MUCH KNOWLEDGE ABOUT HOW MANY THINGS ... 

L KNOW-HOW 

IV. COMPREHENSIVE V. MAJOR VI. TOTAL 

Comprahen1lve Integration Management et the 1.,,. 
and coordination of dlvar- of pollc:y malting which 
siflad actlvltln and func- affec:11 the ow•ell ~ 
tiona In a major n--... mem end operation of the 
merit-- Steta. 

1 2 3 1 2 3 l 2 3 

1111 132 1152 1152 1-715 200 200 230 264 

132 112 1715 1715 200 230 230 264 304 

1&Z 1711 200 200 230 2A 2M Jot 3IO 

192 1715 200 200 230 2M 2M 304 3IO 

1711 200 230 230 2M 30I 304 3IO 400 

200 230 2M 264 304 3l50 3IO 400 480 

200 230 2M 264 3CM 3l50 360 400 480 

230 2M 3CM JOI 3IO 400 400 4eG 1528 

2M 30I 3&0 360 400 480 480 1528 80I .. 304 3l50 350 400 480 480 621 80I 

30I 380 400 400 480 1528 1521 80I 700 

3llO 400 480 480 628 IOI 60I 700 IIOO 

3IO 400 460 480 621 80I SOI 700 800 

400 480 1528 628 60I 700 700 IOO 820 

4H 1521 608 60I 700 800 800 l20 1«. 

4H 1521 80I 808_ 700 800 800 l20 106e 

1521 IOI 700 700 aoo t20 820 10lil 1211 

IOI 700 IOO 800 l20 10151 1(1'51 1211 1400 

IOI 700 800 800 l20 10151 10C58 1211 1400 

700 800 820 820 11& 1219 1216 1400 1800 

IOO l20 1066 11)158 1219 1400 1400 1600 HMO 

800 l20 1066 1066 1211 1400 1400 1600 1840 

~ 1066 1218 1218 1400 1600 1600 1840 2112 

10151 1216 1400 1400 1800 1840 1840 2112 2432 

Th- Gulde Chens are fm ua by 
the c:llent named above and m., 
not be reproduced without me •••HUMAN RELATIONS SKILLI 

r:1rn= ,olnr., Aaocia-. 1. BASIC: Ordinary couMNY and effecuv. 2. IMPORTANT: Understanding, influ•nci~ 3. CRITICAL; Alternative or combined skills 
,_. in dealing with otflen. end/01 ,.rving people .,.. imporunt. but not in undllrstandlng. •lec:ting. developing and 

critical coosidllrationa. motivating people .,. important in die hillfl-
ntdegr9■. 

-------, 

A 

8 

C 

D 

E 

f 

Q 

H 

Kit 



STEP 
VALUES. 

15800 

4884 

4224 

3680 

- 3200-

2800 

2432 

21 1 2 

_11140 

- 1600 -

:1400 

1 2 18 

10158 

I 
! _, 
11,1,1 • ;g 

: lo 

920 

800-

700 

808 

628 

460 

400~ 

3150 

304 .·• 
284 . 

230 . 

200-

1715 

1152 

132 · 
1 11 a 

t ,_.100-

1 - : 117 
2 - 78 

: . 3 - e9 
4- 57 

5 - 150 -

8- 43 
1 - 38 

11 - 33 
9 ._ 29 

10 - 25-

11 - 22 

12 - 19 

13 - . 18 

14 - 14 

115 - 12 -

18 - 10 

17 - 9 

18 - 8 

18 - 7 

20 - 8 -

DEFINITION: Problem Solving i1 the original "11lf-1tartlng" thinking ra­
qulred by the job for enalyzing, evalueting, creating, rea10nlng, arriving et 
end miking conclu1iona. To the extent that thinking i1 clrcumacribed by 
1t1nderd1, covered by prllCtld■nu, or referred to other1, Problem Solving 
II dlmlnilhed end the 1mph11l1 corrapo~lngly 11 on Know-How. 

Problem Solving h11 two diman1ion1: · 

• The environment in which th• thinking 
Ulklll piece. 

STATE OF MINNESOTA 
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GUIDE ![~~}HART 

PROBLl!M-SOLVING 
~ HAY ASSO C IATES 1!179 

MEASURING PROBLEM SOLVING : Problem Solving mee111r111 the In­
tensity of the mental proceuwhich employa Know-How to: (1) idmtlfy, 
l2l define, and 131 re10lve • p roblem. "You thin!< with what you know." 
Thi1 is true of even tha most creative work... The raw material of eny 
thinking is knowledge of facts, principles, and mean1; ideas ere put to­
gether from aomethlng already there. Therefore, Problem Solving 11 
treated III e perc11ntag11 utilization of Know-How. 

e e Tha challenge prnar.ited bY. th■ thinking •• THINKING C H A L L E N G E to be done. 

• Thinking guided or circum11:rlbad by: 

A. STRICT ROUTINE 

Simple rules and detailed ln1tn1ctlon1. 

B.. ROUTINE 

EIUlbllshed routinea and 1tandlng innruc-
tlon1. 

... ,-

z 
C. SEMI-ROUTINE 

Ill 

~ 
Somewhet div11r1lfled procedum end p,. 
cedents. 

z 
0 

D. STANDARDIZED 
a: 
- Sublt■ntlally dlvlr■lfied procec:lum and 

> ■P■Clellzed 1tenderd1. 

z 
11,1,1 E. CLEARLY DEFINED 

CINrly defined pollcln and prlnclpl ... 

C, 

z 
- F. BROADLY DEFINED 
::iiC 

z 
Broad pollcl111 and apaclflc. objectlvea. 

-
% .. G. GENERALLY DEFINED 

General pollcin end ultimate 110111. 

H. ABSTRACTLY DEFINED 

General lsws of nature or 11:ience, with in 
a framework of cultural mnderdl and 
bu1lneu i>hilosophy. 

These Guida Chertl are for use by 
the cllant named above end may 
not be reproduced without the 
permlalon of Hay Aaoclatn. 

Reprinted 11 /78 

1. REPETITIVE 2. PATTERNED 

ld■ntlcel 1ltu1tlon1 re- Similar situation■ flt-
quiring solution by 1im- quiring 10lutlon by di• 
pie choice of learnld crlmlnetlng choice of 
things. laarned thinga_ 

1°" 14" 

12" 16" 

12" 18" 

14" 19" 

14" 1ft 

16" 22% 

18" 22% 

1ft 25% 

· 19% 26" 

22% 29% 

22" 29% 

26% 33% 

25" 33% 

29% 38% 

29% 38% 

33% 43% 

3. INTERPRETIVE 4 . ADAPTIVE &. UNCHARTED 

Differing altuatlona r&- Varieble situations re- Novel or nonrecurring 
quiring _,ch for 10lu- . quiring enalytical , in- pathfinding 1itu11tion1 
tlona within ... of terpretive, evaluativa, requiring the devoloir 
learned thl111111. and/or constructive ment of new concapu 

thinking. and imaginative IP-
proache1. 

1ft 25% 33% 

A 

22% 29% 38% 

22% 29% 38% 

B 

25" 33% 43% 

25% 33% 43% 

C 

29% 38% 6°" 

29% 38% 6°" 

D 

33% 43% 57" 

33% ~ 57" 

E 

"38% 50% 66" 

38% ~ 66" 

F 

43% 57" 761' 

43% 57% 76% 

G 

6°" 66% 87% 

50% 66" 

87" H 

5n 76% 

PS 
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DEFINITION: Accountability ia the an-ability for an action and 
for tha oonuquencaa tnel'90f. It ia Iha ,.,_ea effect of !he job 
on end reaulta. It ha mr. dlmensioN in the following order of 
~: 

• Freaciom to Act - 1he degroe of personal or procedural control 
and gu~ u defln.d In the left-Nnd column ti.low. 

• •.,-I~ on End A-,ha • • defin.d al 1-'A)a' right. 

• • • Haanltude - ind!Qtad by tha general dollar size of th• arq(a) m01t 
clNriy or primarily affecad by the job (on •n annual bald, 

966 D-. 

, •MAGNITUDE-

I AMI for UM with ,---AMI EQUIVALENT-
1973 doHan i• 200. 

••IWACT-

• A. PRESCRIBED 

Th- Job• are subject to: 
Oi.-.ct and detailed lnstructlona 
Clot■ aupentltlon 

B. CONTROLLED 

Th- jot. are subject to: 
ln,tructlon1 and atabllahed work routln• 
Cloa aupen,ilion 

t-

CJ 
C. STANDARDIZED 

Th- jobl ar■ subject, wholly or in part,. 10: 
Standardized practlc• and procedul'fl 

C General wont ln1tructlons 
Supen,illon of prograa and resultl 

D. GENERALLY REGULATED 

Th- jobs 111'8 aubject, wholly or in Part. to: 

0 
Practices and procedur• cO¥~ by p.-.c~tl or well· 

defi~pollcy 

Supen,isory ""''-... 
E. DIRECTED 

T"- jobs, by their nature or size, 11n1 subject to: 
Broad practice end procedures CCN■n!d by functional 

precadenu and polici• 
Managerial dlractlon. 

~ F. GUIDANCE 

Th- jobs, by thei r nature or alze, 111'8 broadly subject 10; 
0 Functional polici• and goala 

General m.,egwlaf direction 

Q 

G. GENERAL GUIDANCE 
Ill Th- jobl, by remon of their nature or aize, Independent 

complexity and high degree of effect on Stata operations, 

Ill 
&n1 11.1bja:t only to ~ldance from IN G011emor'1 office. 

C H. STRATEGIC GUIDANCE 

n, .. Jobi, by raaon of guidance of the Chief Executive 
u. Offlc.- or hla appolntctd 8oerda, are chara:terized by a com-

prehensr,,e and controlllne effect on operatlonl of the Stata 
and on the people of the State. 

I. GOVERNOR/CHIEF JUSTICE 

T"- jobs are subjoct only to the limitations of tho S1■111 
Collltitutlon • it penaina to the Executive or Judicial 
Branch. 

Ti- Gulde Chortl are for u• by 
the client named at,o,,e and may 
not bll rtpl"Oduced without the 
i:-,nlmion of Hav Aaoclllla 

lepnntad 11 nl 

!'---"I 

(1) VE RY SMALL OR 
INDETERMINATE 

Under$100M 

R C s p 

10 14 19 25 

12 16 22 29 

14 19 26 33 

16 22 29 38 

19 25 33 43 

22 29 38 50 

215 33 43 67 

29 38 60 66 

33 43 57 76 

38 l50 &e 87 

43 57 78 100 

50 66 87 115 

67 76 100 132 

66 87 115 152 

76 100 132 176 

87 116 152 200 

100 132 175 230 

115 152 200 264 

132 176 230 3CM 

152 200 284 360 

176 230 3CM 400 

200 264 3l50 460 

230 304 400 528 

264 350 460 608 

304 400 628 700 

350 460 608 800 

400 628 700 920 

R 

14 

16 

19 

22 

215 

29 

33 

38 

43 

50 

57 

66 

78 

87 

100 

116 

132 

162 

175 

200 

230 

264 

304 

350 

400 

460 

528 

..-..-

STATE OF MINNESOTA 
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GUIDE 00 CHART 

ACCOUNTABILITY 

(e> HAY AS~CIATES IG71 

(21 SMALL (31 MEDIUM 

$100M - $2 MM $2 MM-$20MM 

C s p R C s 

19 25 33 19 25 33 

22 29 38 22 29 38 

25 33 43 25 33 43 

29 38 60 29 38 60 

33 43 67 33 43 67 

38 60 66 38 50 66 

43 57 76 43 67 76 

50 66 87 50 66 87 

57 76 100 57 76 100 

68 87 1115 66 87 115 

76 100 132 76 100 132 

87 116 152 87 115 152 

100 132 175 100 132 176 

116 162 200 115 152 200 

132 176 230 132 175 230 

152 200 264 162 200 264 

176 230 304 176 230 306 

200 264 360 200 264 350 

230 ~ 400 230 304 400 

264 350 480 264 350 460 

304 400 528 304 400 628 

3150 460 608 350 460 608 

400 528 700 400 628 700 

460 608 800 460 608 800 

628 700 920 528 700 920 

608 800 1066 608 800 1056 

700 920 1216 700 920 1216 

p 

43 

50 

57 

66 

76 

87 

100 

116 

132 

162 

176 

200 

230 

264 

304 

350 

400 

460 

628 

608 

700 

800 

920 

1066 

1216 

1400 

1600 

~ --, --, -. ---, 
~ 

R 

215 

29 

33 

38 

43 

60 

57 

66 

76 

87 

100 

115 

132 

162 

176 

200 

230 

264 

~ 

350 

400 

460 

528 

608 

700 

800 

920 

•e IMPACT OF JOB ON END AESUL Tl 

INDIRECT I REMOTE : lnform111lon■J, r.cording, or rout ino _...ic" for u .. by 
others in laking action. 

CONTRIBUTORY: ln111rpre1ive, adYisofy, or facili tating Nntlca for 
use by others In tai<lng .ctlon. 

WRECT l 
(4) LARGE 

$20 MM - $200 MM 

C s p 

33 43 57 

38 60 66 

43 67 76 

50 66 87 

57 76 100 

66 87 115 

76 100 132 

87 116 162 

100 132 175 

115 152 200 

132 176 230 

162 200 264 

175 230 304 

200 264 360 

230 304 400 

26'6 350 460 

304 400 528 

350 460 608 

400 628 700 

460 608 800 

628 700 920 

608 800 1066 

700 820 1216 

800 1066 1400 

920 1216 1600 

1056 1400 1840 

1216 1600 2112 

SHARED: Participating with others (except own aibordin■- and 
superiors), within or outside the organizational unit, In taking 
ac1ion. 

PRIMARY: Controlling impact on end r■a,1t1, where lharwd account­
ability of OUIWI la suboniinsta. 

(SI VERY LARGE (61 

$20Q MM - $2 MMM Over $2 MMM 

R C s p R C I p 

33 43 57 76 43 57 76 100 

38 50 66 87 50 66 87 115 

43 57 76 100 57 76 100 132 

50 66 87 115 66 87 115 152 

57 76 100 132 76 100 132 175 

66 87 116 152 87 115 152 200 

76 100 132 175 100 132 175 230 

87 115 162 200 115 152 200 264 

100 132 175 230 132 175 230 304 

116 152 200 264 162 200 264 350 

132 175 230 304 176 230 304 400 

152 20Q 264 350 200 264 350 460 

176 230 306 400 230 304 400 628 

200 264 350 460 264 360 460 606 

230 304 400 528 304 400 528 700 

264 360 460 608 350 460 608 800 

304 400 628 700 400 528 700 920 

360 460 608 800 460 600 800 1056 

400 628 700 920 628 700 920 1216 

460 608 800 1056 608 800 1066 1400 

528 700 920 1216 700 920 1216 1600 

608 800 1066 1400 800 1056 1400 1840 

700 920 1216 1600 920 1216 1600 2112 

800 1066 1400 1840 1056 1400 1840 2432 

920 1216 1600 21 12 1216 1600 2112 2800 

1056 1400 1840 2432 1400 1840 2432 3200 

1216 1600 2112 2800 1600 2112 2800 31680 

A 

e 

C 

D 

E 

G 

N 
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WIASU'.'IINQ KNOW-NOW: Know-How h11 bolh 1cupa lvanetyJ 
en<I dep1h ltl'lo,oui;,nenl Thu,.• ,ob mev r9qu11e tume knowl­
edga .COUI I IOI ol thing,, 0( e IOI of knowl.ogl 100ul e ,_ 
rhin91. The tot• Know-How .a tl\.e combtn.uon of a.c:ot)I end 
depth Th11 concapl meUI p,ac1tcel the compa<11on an<I -•· 
Ing of ,,.. 1otal Know-How con1en1 of dilfe,enl 1obo ,n ..,,.,. of: 
"HOW MUCH KNOWLEDGE ABOUT HOW MANY THINGS" 

DEFINITION: Know-- i ■ tr>e ■um tollll of -V kind of .UI, 
- acquired. ,_ lot acc""tabl• rob i:-tonn--. 
K.-.How ha tw0 dlllMnaion. - me l'WQUlr__,la for · 

• Practical procldura. ...,,,,lqw• - •ille incllldlng -• 
dp111rlty 119ined tftrc>ulh IOffl\al lninlng - edllcatlon ar 

---jGC training - --~---

e e ActlWI. practlc:1"11, pse10rHO·~ •1111 In - •• of 
hum., relationallipl; QI group ......,.Ip. 

UNIVERSAL QUIDI CHAIIT LANGUAGI 

A. PRIMARY 

El-tary plue 10me -,,ndety la aqulvelenll 
education; pluo WClfk lndoctrlnadon. 

■. ILIWiNTARY VOCATIO-L 

Femlllartz.tlon In unlrwolved, HendW<Slzed ....octt 
rouu,- e«J/o, ua of 11mp1e _..,,._, end m• 
china 

C. VOCATIONAL 

PrOC.Surel cw oyfllfflatlc proflc1oncy, whlc:11 m., In-
"°""8 a laclllty In the u• of -lallzed equipment . 

0. ADVANCED VOCATIOHAL 

Soma apclallzad (genwelly notllheor■dc.il •uu.i. 
'- acquired. ljivlng additional bt.-ld\ cw daptl\ 
"' ........ ly .... func:tlonal a1■m .. t. 

E. ■AIIC TECHNICAL-VECIALIZED 

Sutllc:lency In • 18<:hniQue which rcqulr• a graep 
althw of I- practlc• and pr--,11; or of 
ldanllflc .,_.., and prlnclpla; QI both. 

T,- Guida Cha't1 .. fo, u• by 
it..cll .. trwnod--m-, 
,_ be ~ without -
pa1NIUOn of Hay~ 

,...,_ an• 

,...,,.",.. , ,na . 

,--.. r:-: ,-, ,---, ,_, -. 

STATE OF MINNESOTA 

J\JNE 1979 

NONEXEMPT 

OUIOE [i] CHART 

KNOW-HOW 
C> ...... ••aoc1 •r a: a ••11 

Al'PLIED GUIDi CHART LANGUAGI 
POii CLERICAL, TECHNICAL AND 

L.AaOII/TIIADU JOM CLERICAL. 
RELA,TED 

A. Ability 10 follow oral - -1nen lnatructlon1; i--torm -
•lthmellc: calc:wlatlone; _.-..ry tlmple -~t lfont· FlleO.. 

11ft, drill preal; pr___, by Mn lndoclrlnedon. (E~ 
lion Eqy.__.. - prilllay plua- .condary ..-1on.1 Stodl. Cl.-

■. Ablllty !o parfo,-m uninvolved 1tendardlzld work rourlnee Clwlt Typjot 
lcllflcal p,ocldu••I; open111 office equlp,n-,1 (keyed de-
•lcal; wcwk1ng with dec:lmale and frctlona; fol- llmple 

Switch <lr-11191; _,. .. bale mad, ..... tllt;lt lrudl, production 
8...-d lethel . (E<l..catlon Eqwwwent - primary piul aubllallllll 0-tor _.....,adwcallon.l 

C. Abfltty to perform procedural work routtn~ requwing sy .. 
1ematic prohc.,.ncv and complexity (bookkeeping_ codmg); 

Stenot,'aphw 

01)9rating speci1hzed equipment (computer main periphe,al1, St-Clwk 
leocatoryl : pe,forming belie elgebraic calculation• or lhop 
math; interpr•ung compu prinu o, operating machinery 
(aJtOffl.AUC icrew machine. roed mauitenence equipmend; 
Of perfOfm,ng • maintenance trade wo,k (carpenuy, pa;nt-
ingl. (Educ11ion Equivalent - -ondery with additional 
formalized 1rlinine in IS)eClllc skill ... 111.1 

D. Ablllcy 10 perform epclallzed vcxetiona! or 1echnk:.al (non-
lheoratlcal) li<llla !llvlng lddllkinal depll> or bnadlh to a AdmlniltrP 
oubstentl•• ... of k~ga (booltlteeplng sylteffl , ldmln- five 
lnra1lva proclduna. lal• order p,oc-1; -ltlng apclallzed _....,., 
equipment lm■lnframe 4th ~don compu-. lnduatrlal 
photograpllyl, p,-rlbed -~ or dellgn (computer pr~ l.lgel gremmlng, drafllnel; •t"'P an<I opa,wtlon of complex me-

S■crflarV chlnery (numeric tllr- led>•. h-.y road conatruc:tlon equip-
montl. • 4-y- crah journeyman. (Education Equiv_,! -
-on<l■rV plue """° y_. plus formal trelnlna In • ll)«lallnd 
body of kn_._..,J 

E. Sutrlclency In jct, related tc:hnlqu .. whlc:II naquire bale 
undent-,dlng. interp,ltetlon an<I appllcetlon It the coll-
acadlmlc 1 .. e1 of .,.traction of: either lnvol-.«1 practlca 
and pracldentl (QOW9ffi,._,t pollda, l911illsri,,e ln1•nt); or 
eclentlflc theory or eq.,"'81ent (phvalcl. chantary, alecttlc:· 
ltyl; cw prlncip6ea 1-...... hul'IWI t,et.,lor); ar m,y c;o,-n-blnedonol _ _,__ 

ILLUSTRATIVE JOe FAMILY TITLU 

COW'UTEA PUBLIC LABOR/ 
RELATED SAFETY TRADES 

School Fleoman 
C,011ing 
Gu- Janitor 

O•"" Entry Socurity Bu,Onv• 
()pe,a10, G ... d 

O•"" Control Police Painter 
Cl•lt Communlce-

11on Ca,pen11r 
T- Operetcw 
Librarian Wa11r P1.,, 

Flclflghc..- Qc,oretcw 

Computer Polica Electrician 
Cont0le Olfic:or 
Opwot« Heavy 

Equip,Nnt 
Programmar Oper1w, 

Sy1temo 
Analyat 

~ ·=:t -, ..--, ----,, 

• • HUIIIIAN RiLATIONS SKILU 

1. aASIC 2. llllll'ORT ANT 1 CRITICAL 

Ordln•y COU,• u,,..,11an<11na. Ah•narh,e OI 
tay and ett.c· inlluenclne. IIIWJ/ combined •1111 
trveneuin~ o,_,,lng~ In u---~ 
,ng ""'ttl ·om .. .. lmpcnant Ing_ developtnQ. 
dlcougll narmal conaldwatlonlln - motlvedne 
con1«t1, - ,. i:-farmlne - i->Pt• •• cth· 
QUftt fo,- , 0, P,0- job;~- lcal to auca.fl,I 
vidine Inf- don a,.,,,._. jClb.,.t-. 

SPECIALIST tlc>n •tandlne In Oltl· ... 
so 67 86 

57 ea 78 

86 71 87 

Pobltc 66 78 87 
H .. llh Aldo 

76 
Recreation 

87 100 
Aide 87 100 115 

Weier 
U1ility Lib 
Ted>noclc,n 87 100 115 

EKG 100 115 132 
Technic.an 

115 132 152 
Drafter 

LPN 

Property 115 132 152 
Apprai._. 

132 162 176 
Oeoign 
Drafter 152 176 200 

o .. ign ER9<. 
162 

Clvll En9<. 
175 200 

175 
Budget Ancl. 

200 230 

200 
AtchitllCI 

230 2&e 

KN 



-, 

STEP 
VALUES 

_,, . 
L~O 

230 

200 

175 
152 .., _, 

11-

--- -- 132 --i_.. 115 

100 

1 ·- 87 

2 - 76 

3 - 66 
4 - 57 
5- 50-

6 - 43 

7 - 38 

8 - 33 

9 - 29 

,o- 25-

11 - 22 
12 - ·19 

13 - 1& 

14 - 14 

15- 12 

11 - 10 

---·--- ·- --- -- -- --

DEFINITION: Problem Solving is the original, "self­
starting" thinking required by the job for analyzing, 
evaluating, creating, reasoning, arriving at and making 
conclusions. To the extent that thinking is circum­
scribed by standards, covered by precedents, or re­
ferred to others. Problem Solving is diminished, and 
the emphasis correspondingly is on Know-How. 

Problem Solving hes two dimensions : 

• 

t­
z 
&Al 

~ 
z 
0 
IC 

> 
z 
&Al 

CJ 
z 

o The environment in which the thinking takes 
place. 

• The challenge presented by the thinking to be 
done. 

Thinking guided or circumscribed by: 

A. STR1CT ROUTINE 

Simple rules and detailed Instructions. 

B. ROUTINE 

Established routines and standing instruc­
tions. 

C. SEMI-ROUTINE 

STATE OF MINNESOTA 

JUNE 1978 

NON.EXEMPT 

GUIDE OOCHART 

ROB -s ,VI~ 

@ HAY ASSOCIATES 1978 

MEASURING PROBLEM SOLVING : Problem Solv­
ing measures the intensity of the mental process which 
employs Know-How to: (1) identify, (2) define, and 
(3 ) resolve a problem. "You think with what you 
know." This is true of even the most creative work .. . 
The raw -material of any thinking is knowledge of 
facts, principles, and means; ideas are put together 
from something already there. Therefore, Problem 
Solving is treated as a percentage utilization of Know­
How. 

e eTHINKING CHALLENGE 

1. REPETITIVE 
Repetitive use of learned 
things (recall) in situations 
which are clearly predict­
able and which generally 
eliminate the need for In­
dependent thinking. 

10% 

12" 

12% 

14% 

14% 

2. PATTERNED 
Some freedom of selection 

r choice among learned 
things, which in general 
follow a well-defined pat­
tern. There are variations 
in the situations. 

14" 

16% 

I 

3. INTERPRETIVE 
Differing situations requir­
ing search for solutions 
within area of learned 
things. The incumbent is 
confronted with a number 
of different questions/ 
problems each having sev­
eral different answers and 
must pick and choose from 
a variety of alternatives to 
determine a solution. 

19" 

22% 

16% 

f "' 
19 

19% " 

25% 

~ I :._~~hat diversified procedures and prec- I I 16% I 22% 

I 

29% 

X ... D. STANDARDIZED 

Substantially diversified procedures and 
specialized standards. 

These Guide Cherts are for use by 
the client named above and may 
not be reproduced without the 
permission of Hay Aaoci■t-. 

Reprinted 11/78 

16" 
I 

22% 29% 

19% I 25% 33" 

A 

B 

C 

D 

PS. 
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DEFINITION: Results of Woric is the answerabillty for an 
action and for the consequences thereof. It is the measured 
effect of the job on end results. It has two dimensions: 

• Freedom to Act• the degree of personal and/or procedur· 
al control, as defined in the left-hand column below. 

• • Job Impact on End Results - as defined below. 

o FREEDOM TO ACT 

A. PRESCRIBED 

These jobs are subject to: 

• elMPACT OF JOB 
ON END RESULTS 

Direct and detailed instructions, and/or VfKY close 
supervision. 

B. CONTROLLED 

These jobs are subject to: 
I nstructlons and established worl< routines, end/or 

close supervision. 

C. STANDARDIZED 

These jobs are subject, wholly or In part, to: 
Standardized practices and procedures 
General work Instructions 
Super.,lslon of progress and results. 

D. GENERALLY REGULATED 

These jobs are subject, wholly or In pert, to: 
Practices and procedures covered by preceden1s or 

well-defined policy 
Supervisory review. 

These Guide Charts are for use by 
the client named above and may 
not be reproduced without the 
permissiOf'.'I of Hey AS$OClates. 

Revised 9/78 
Reprinted 11/78 

r--: --

(1) 

Informational, recording, 
or incidental services for 
use by others in relation 
to some important end 
result. 

10 

12 

14 

16 

19 

22 

25 

29 

33 

38 

43 

50 

~ ,-.. 

STATE OF MINNESOTA 
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NONEXEMPT 

GUIDE OOCHART 

RESULTS OF WORK 

© HA'f ASSOC I ATES 1978 

,2, 

Interpretive, advisory, or 
facilitating services for use 
by others in taking action. 

14 

16 

19 

22 

25 

29 

33 

38 

43 

50 

67 

66 

~ ----, ~ 

(3) 

Participating with others 
(except own subordinates 
and superiors), within or 
outside the organizational 
unit, in taking action. 

19 

22 

25 

29 

33 

38 

43 

60 

57 

66 

76 

87 

-:-7 -, --, 

(4) 

Controlling impact on end 
results, where shared ac­
countability of others is 
subordinate. 

25 

29 

33 

38 

43 

60 

57 

66 

76 

87 

100 

115 

----:J 

A 

B 

C 

D 

R 



DEFINITION: Working Conditions are made 
upof: 

• Physical Effort - defined et riitit. 

• • Environment - defined et right. 

• • • Hazards - the factors taken on the average 
which increase the risk of accident, • fol­
lows: 

a. General absence of hazards.------. 

b. Moderate hazards, fairly predictable 
end controllable. ---------4 

c. Potentially heavy and somewhat un­
predictable hazards. 

• 

I­

IC 

0 
IL 

IL 

Ill 

... 
c( 

u 

fl) 

> 
::c 
~ 

.. ·-
A. EXTREMELY LIGHT 

Physical effon et the level normally found 
in clerical work or equivalent. 

B. LIGHT 

Physical effort at the level represented by 
the use of hand tools and handling fairly 
light materials manually. (Lifts ten pounds 
frequently and up to about twenty-five 
pounds occ•lonally.) 

C. MODERATE 

Continuous effort at the level represented 
by the use . of heavy hand tools; handling 
medium weight materials. (Lifts twenty­
five pounds frequently or up to fifty pounds 
intermittently.) Climbing and working from 
ladci.s or in ewkwerd positions. 

D. STRENUOUS 

Continuous effort at the level represented 
by handling h-,y materials of about fifty 
pounds and ov• frequently. 

These Guide Charts are for use by 
the client named above and may 
not be reproduced without the 
.-million of Hay Aaoclates. 

Reprinted 11ne 

.,,_ 

STATE OF MINNESOTA 

JUNE 197~ 

NON EXEMPT 

Physical Effort, involves occasional, inter- GUIDE IGtJcAART Environment, includes occ85ional, intermit-
mittent or steady handling of light, medium, tent. or continuous exposure, of vsylng 
or heavy weight materials in normal to dif-

WORKING CONDITIONS 
intensities, to such things as dust, dirt, heat, 

ficult work positions, or unusual circum- cold, fumes, steam, moisture, and nol•. 
stances which produce physical fatigue. 

© HAY ASSOCIATE S 1978 

--
• eE N V IR ON M E N T 

1. NORMAL 2. FAIR 3. UNPLEASANT 4. DISAGREEABLE 

General office or other equiv- Occasional, unavoidable, ab- Intermittent requirements of Constant requirement of un-
alent environment. normal variations in temper- unavoidable exposure to : un- avoidable exposure to: un-

ature, unfavorable fumes, favorable atmospheric condi- favorable atmospheric condi-
noise, dust, and atmospheric tlons or extreme temperatures; tions or extreme temperatures; 
conditions, rarely unavoidably or noisy, dusty, oily. wet en- or working in cramped, very 
exposed to outside conditions vironmant, etc. noisy. very dirty. or unplNI-
• part of jOb. ant surroundings. 

• b C • b C • b C: • b C 

0 6 7 6 7 9 7 9 12 9 12 16 

0 I I 6 8 10 8 10 14 10 14 19 

0 7 9 7 9 12 9 12 I 16 I 12 I 16 I 22 
-

& 7 9 7 9 12 9 12 16 12 16 I 22 

8 8 10 · 8 10 14 10 14 19 14 19 I 26 

7 9 12 9 12 16 12 16 22 16 22 I 29 

7 

I 
9 12 9 12 16 12 16 22 16 22 

I 
29 

' 

8 10 14 10 14 19 14 19 25 19 26 33 

I 12 16 12 16 22 16 22 29 22 29 38 

I 12 16 12 16 22 16 22 29 22 29 38 

10 14 11 14 19 25 19 26 33 25 33 43 

12 I 18 I 22 16 22 29 22 29 38 29 38 60 

w 




