CITY OF FRANKLIN
PERSONNEL COMMITTEE MEETING
FRANKLIN CITY HALL, INSPECTION CONFERENCE ROOM
9229 W. Loomis Road, Franklin, WI 53132
Monday, February 17, 2025, 7:00 p.m.

AGENDA

I. Call to Order, Roll Call, and Pledge of Allegiance
II. Citizen Comment Period

III. Welcome to Two New Members — Cathleen Richard and Melissa Ferguson
IV. Approval of the Minutes from 12/16/2024

V. Fire Department Employee Non-Voting Representative - Requested topics for discussion
only:

Retiree insurance
Insurance costs
Staffing needs for Fire Department

[}
[}
[}
e Education compensation

VI. Initial Discussion Regarding Potential Changes to the Non-Represented Classification and
Compensation Plan
VII. Staffing Report
VIII. Future Agenda Items

IX. Next Scheduled Meeting Date — March 17th, 2025

X. Adjournment

*Notice 1s given that a majority of members of the Common Council of the municipality are expected to attend this meeting to gather mformation about an
agenda 1tem over which they have decision-making responsibility This may constitute a meeting of the Common Council per States ex re. Badke v
Greendale Vitlage Bd even though the Common Council will not take formal action at this meeting
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IX.

XI.

XII.

XIII.

Motion by Member Prusko and seconded by Alderman Hasan to approve a 2025 Annual Market
Adjustment to the Pay Ranges of the Compensation Plan and a Market Adjustment to Wage and
Salary Rates, both by 2%, along with a Progress to Market Wage Adjustment, for non-represented
employees effective with the start of the pay period with a pay date of January 10, 2025, and
authorize Human Resources to incorporate the new Salary Ranges into the Employee Handbook.
Motion Carried: Ayes — All.

Election of Officers (due to resignation of the Committee Chair)

Motion by Alderman Hasan and seconded by Member Prusko to nominate Alderman Barber as
Chairperson. Alderman Barber declined the nomination.

Motion by Alderman Hasan and seconded by Member Prusko to nominate Member Budny as
Chairman. Motion Carried: Ayes — AlL

Motion by Alderman Hasan and seconded by Member Prusko to nominate Alderman Barber as
Vice-Chairman. Motion Carried: Ayes — All.

Staffing Report
Info provided. No action needed.
Future Agenda Items

It was agreed that perceived issues with the Classification & Compensation Plan would be brought
to the committee for discussion.

Next Meeting Date
The next regularly scheduled meeting is planned for January 20, 2025.

Adjournment

Motion by Member Prusko and seconded by Alderman Hasan to adjourn the Personnel Committee
meeting at 6:59 p.m. Motion carried: Ayes-All.









has a series of defined gradients with increasing point values that correlates to increasing
responsibility or authority, for example, within that overall factor. For each position, the Job
Factor Analysis results in a total numerical point value that is the sum of the 9 individual factor
scores for that position. Using this common, accepted human resources method, the City of
Franklin can compare the relative value of jobs with different types of duties and responsibilities.
Jobs with similar levels of responsibility and requiring similar levels of knowledge, skills, and
ability have similar point values.

The job title itself is not a factor in the evaluation. Jobs with similar or identical titles do not
necessarily have similar point values because responsibilities and required knowledge, skills, and
abilities can vary.

Position Classification Plan. The approved Position Classification Plan was then created
correlating the Job Factor Analysis scores with external salary data from comparable
communities. The Job Factor Analysis scores were then categorized into 14 group
classifications, each of which recognizes significant and definable differences in the level of
duties, skills, responsibilities, etc. The Position Classification Plan’s 14 grades (1 being lowest,
14 being highest) are grouped into four categories:

e Grades 1 -3 -- Clerical and Support
e Grades4 -6 -- Administrative and Technical
e Grades 7 - 10 -- Supervisory and Advanced Technical

e QGrades 11 - 14 -- Executive and Management

The final Position Classification Plan is set forth in an Appendix at the end of this document.
The Position Classification Plan is amended as needed to reflect any new positions, deleted
positions, or positions where a position classification review has resulted in a changed Job Factor
Analysis score for that position. The Director of Administration shall cause to be prepared
position classification specifications (position descriptions) for every authorized class of
positions in the Position Classification Plan. Appendix “Y” is maintained by the Director of
Administration and Human Resources and may be changed, under the authority of the Director
of Administration, to reflect individual position description actions of the Common Council.

In establishing and maintaining the Position Classification Plan, it is the policy and practice
of the City of Franklin that, under Title VII of the Civil Rights Act of 1964, the Americans
with Disabilities Act (ADA) and the Age Discrimination of Employment Act (ADEA), it is
illegal to discriminate in aspects of employment. The City will not use discriminatory
practices on the basis of race, color, religion, sex, national origin, disability, age, or any other
covered personal characteristic when performing a job analysis or job evaluation. Decisions,
recommendations, and conclusions will not be based on stereotypes or assumptions about
the abilities, traits, or performance of individuals with protected characteristics.
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COMPENSATION PLAN (Excludes Police Sergeants and Captains)

As an employer, the City of Franklin believes that it is in the best interest of both the City and its
employees to fairly compensate the work-force for the value of the work provided. As such, a
compensation system that will determine the current market value of a position based on the
skills, knowledge, and abilities required of a fully competent incumbent. It is intended that the
system will implement internal equity resulting from the Position Classification system but will
also reward the best performers through merit-based components in the compensation plan. The
system used will be objective and non-discriminatory in theory, application, and practice. At the
same time, the compensation system must be flexible enough to ensure that the City of Franklin
is able to recruit and retain a highly qualified work-force, while providing the structure necessary
to effectively manage the overall compensation program. The City of Franklin has determined
that this can all best be accomplished by using a professional compensation system
recommended by the Personnel Committee and approved by the Common Council.

The following outline sets forth the components of the Compensation Plan,
1. Compensation Plan Philosophy

a. Scope. The Compensation Plan shall be adopted by the Common Council and shall apply
to all employees not covered under a labor contract. Employees covered by a labor contract
shall be compensated as referenced in their respective agreements. Copies of labor
agreements are available for viewing in Human Resources.

b. Philosophy- the 65" Percentile. The initial Compensation Plan as first adopted and,
therefore, all such amendments to that plan since that initial adoption are based upon a
detailed survey of position salaries paid by comparable communities. A review and
calculation was then performed that applied a standard, statistical methodology to position
the City of Franklin at the sixty-fifth percentile among those peers based upon that data set.
As such, in general, the adopted pay plan is structured such that the City of Franklin pays
a little better than average, with 65 percent of comparable communities paying less and
35% of comparable communities generally paying better.

¢. Comparable Communities. The following communities and an organization are set forth
as the comparable communities for evaluation of external market comparisons and external

equity:
Brookfield Caledonia Fitchburg
Fond du Lac Greenfield Menomonee Falls
Mount Pleasant Mequon New Berlin
North Shore Fire Dept. Oak Creek Sun Prairie
Wauwatosa West Bend.

d. Equity. As set forth herein it is contemplated that the Compensation Plan does
evaluate, consider, and incorporate the following:
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il.

External Equity: The relative marketplace job worth of every City of Franklin job
directly comparable to similar jobs in other comparable municipalities; factored for
general economic variances, as determined appropriate, and adjusted to reflect the local
economic marketplace, as determined appropriate.

Internal Equity: The relative worth of each job in the City of Franklin when comparing
the required level of job competencies, formal training and experience, responsibility,
and accountability of one job to another.

2. Compensation Plan Structure

The Compensation Plan structure shall be as adopted by the Common Council and set forth in
Appendix “Z,” which may be modified by the Common Council as set forth below. Except as
noted, the following characteristics of the plan shall be reflected on the Compensation Plan

document.

a. Pay Grades. The plan shall identify 14 pay grades (1 being lowest, 14 being highest)
grouped into the following four categories:

Grades 1 -3 -- Clerical and Support

Grades 4 - 6 -- Administrative and Technical

Grades 7 - 10 -- Supervisory and Advanced Technical
Grades 11 — 14 -- Executive and Management

The deviation between categories is not standard or fixed and can vary overtime based
upon the deviation incorporated in the initial Compensation Plan as first adopted and based
upon the mathematical results of the Compensation Plan rules as adopted and set forth
below.

b. The plan shall identify the minimum and maximum salary for each pay grade. Grades 1
through and including 6 have a 30.0% spread from minimum to maximum. Grades 7
through and includingl0 have a 32.5% spread from minimum to maximum. Grades 11
through and including 14 have a 35.0% spread from minimum to maximum.

c. The plan shall maintain a 7.5% gradation between each grade within each category
identified in “a” above.

d. Market Rates:

1.

The “Market Rate” identifies the point within each grade’s salary range that is the
targeted salary position for a tenured employee who is performing at a level that meets
expectations. Termed the “Market Rate” for each grade and each position within each
grade, its purpose is to establish and communicate the market-competitive salary for
each position. It establishes clear information and addresses expectations for both
hiring and retention circumstances. The Market Rate shall be established for each
range at the point that is 65 percent through the range, except as otherwise specified
below, and is calculated as follows:

[(Maximum Salary — Minimum Salary) x .65] + Minimum Salary
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additional hours worked, and other such factors as may be determined to be
appropriate, but may not be placed at above the Market Rate, unless required by the
minimum promotional increase as described above or unless approved by the Common
Council.

(2) A Light Equipment Operator (LEO) or Sewer & Water Technician promoted to Heavy
Equipment operator (HEO) or Sewer & wWater Operator I (Operator I) will not
receive a higher wage rate than a long-term HEO or Operator I, who is consistently in
good standing, which action results in a lower minimum promotion allowance of
approximately 4.38 %.

e. Non-Scheduled Wage Adjustments. At any time or at any position in the range an
Appointing Authority may recommend a flat or percentage amount merit award for an
individual that may be a one-time award, an award for a fixed-period up to one calendar
year, or an adjustment to the base, which adjustment to the base may not exceed the grade
maximum salary. Any such award, or combination of such awards during a calendar year,
is subject to approval by the Mayor, following review and recommendation by the Director
of Administration, but may not exceed a 5% increase in annual gross compensation without
approval by the Common Council. Any such award is dependent upon available
appropriations.

f. Salary Maximums. An individual whose salary exceeds or would exceed the maximum
of the range may not receive any part of an increase that exceeds the maximum of the range,
unless otherwise specifically approved as provided for above. If a Market Adjustment to
the Pay Range occurs during the same calendar year and within six months of such an
instance and the individual’s salary following the Market Adjustment to the Pay Range is
now within the salary range, that portion of the increase that was vacated, up to the
maximum of the range, may be reapplied retroactively.

g. Rounding and General Administration.
i. Minimum, maximum, and Market Rate annual salary rates shall be rounded to the
nearest dollar for both presentation and application purposes.
ii. For part-time positions the minimum salary, maximum salary, and Market Rate shall
be calculated on a proportional basis as shall be determined by the Director of
Administration.
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