PO

..........

 Presented at [17-26-2015 Reqular Session

ORI

..........

Pay For Performance

Pueblo City County Library District
February 26, 2015




2011 Conception

Fall of 2011 Annual Planning Retreat
Employee Suggestion:

“Employees should be paid based on their performance”




2012 Annual Goal

Modify the current PCCLD pay plan to adopt a Pay for Performance model to tie
performance more closely to salary and further excellent work.

1. Hire a consultant

2. Utilize the assessment in developing the new system

L

Work with stakeholders

4. Implement




2012 Research %
b

» Pay Models

» Other Libraries

» RFP

» Contracted with The Singer Group




The Singer Group

Paula Singer, Ph.D. and Laura Francisco

Inclusive Process
» All Employees
» START

» Management Team

» Steering Committee




2012

Information Sharing & Feedback w

> All Staff Meetings, Steering Committee, Management Team, START
» On-line Survey

» Confidential Hotline

» Feedback shared with all staff




2012
Analysis and Development %M.Hﬁ o

» Reviewed the Current Compensation Structure
» Reviewed the Performance Appraisal System

» Completed a Market Salary Study

Results: Began Development of New Performance On-line Review Systems & a
New Compensation Structure




2013: Development Completed
Implementation

» Implemented Pay Changes from Market Study
» Implemented New Compensation Structure

» New On-line Performance Appraisal Tools




From: Salary Grades 2 —16 To: Organization Levels (lowest = Associate)

From: 13 Steps A-M (2.5% span) To: Ranges with Flexibility
From: Band Width — Standard To: Band Width Wider for Professionals

Compensation Structure 2012 Compensation Structure 2013
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Focus on Monthly Communication
Competencies /Clearer, Concise
Implemented On-line Process through Paychex

2012 Performance Review 2013 Performance Review

Managers use own methods Monthly Walk Around the Block %\/ﬁ

Annual Self Review Annual Self Review (relates to review)
Annual Performance Review (9) Annual Performance Review (5)

Annual Supervisor Review (11) Annual Supervisor Review (7)
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Annual Review on Anniversary Annual Review Organization-wide




2014

» Developed SMART Goals tied to Key Results for Jobs
» Organizational SMART Goals
» Individual SMART Goals

» Updated Job Descriptions

» Purpose tied to Organization Goals

» Training, Meetings, Feedback from All




Organizational S.M.A.R.T. Goals

PCCLD Organizational SMART

Goals 10-7-14
SMART  "S"Specific UM" Measureable A" Attainable “R" Relevant T Time-bound
assification __o_u Title Tg_m 15_2 specifically do we want to achieve? [How will it be measured? qu it realistic? H_m it relevant? Why do it? Trial period 8/1 to 11/1 2014
Associate A Mail Technician Goal 1 Provides accurate and timely Achievement of this is Yes - job standard Th library district depends Trial SMART Goal

circulation of incoming and
outgoing mail daily Monday
through Friday by 12 noon.

observed by the manager
and documented in Walk
Around the Blocks.

on timely mail services to
operate efficiently.

measurement period:
8/15/14 - 10/31/14

Delivers priority mail within 24hrs

of receipt.
Mail Technician Goal 2 Maintains postage machine and  Reads meter monthly and Yes - based on current Th library district depends Trial SMART Goal
properly posts all outgoing mail.  tracks # items sent, production levels on properly maintained measurement period:
$ spent. (Establish postage machines to 8/15/14 - 10/31/14
the monthly average to process daily mail.
track in Walk Around the
Block)
Associate A Materials Handling Goal 1 Shelves materials at an average Expectations = 120-140  This job standard is being used Getting items back on the Trial SMART Goal
Technician rate of 120 - 140 items per hour. items dependent on at other public libraries, as we shelf as quickly as measurement period:

department/area, Exceeds use this measure we can adjust possible, will positively
1 Expectations = 20% more it according to our data. impact circulation.
m items per hour. Manager
spot checks work 6 times
during the vear, rates on a
scale of 1 to 3. 1= below
2=meets expectations
3=exceeds Tracked in Walk
Around the Block.

8/15/14 - 10/31/14

Associate A Materials Handling Goal 2 Stays current on processing lists: Employee marks, initials  Yes - goal is based on the Performing tasks to Trial SMART Goal
Technician Completes 6-9 pages of lists per and dates lists as current cycle of list generation. maintain an ideal collection measurement period:
month to include Holds, Missing, completed. Manager of materials will positively 8/15/14 - 10/31/14
Weeding, Inventory or other verifies work. Progress is impact circulation.
materials lists. (Lists & quota set tracked in Walk Around the
by Dept. / prorated per hours Block monthly. Average
worked.) TBD / Exceeds TBD
Associate A Materials Handling Goal 3 Markets materials by front facing Manager spot checks work Yes - Based on current PCCLD  Displaying materials in an Trial SMART Goal
Technician books, organizing and displaying 6 times during the year.  job standards that are being  attractive, easy to access measurement period:

groups of materials for promotion Each spot check rated on a achieved.
and easy access. scale of 1 to 3. 1= below
expectations 2=meets
expectations 3=exceeds
expectations Tracked in

manner contributes to
increased circulation.

8/15/14 - 10/31/14




S.M.A.R.T. Goals

Annual Performance Appraisal includes review of SMART Goals

Set Next Year’s Organizational SMART Goals

Set Individual SMART Goals

Progress on SMART Goals is reviewed monthly in Walk Around the Block
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Pay for Performance Orchestration

All Employees complete an Annual Self-Review by October 1st
Manager’s write reviews October 15t- October 31th
HR Reviews /Feedback

Review Meetings Held by November 15th

Analysis of Scores / Pay Distribution Plan

Compensation Award Letters December 15th
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Pay Changes, Bonus Pay Outs Effective January 1st




2014 Performance Data Analysis

» Prorated pay increases in 2014 to calibrate all employees to a single point in
time review.

» Two performance scores in 2014 are weighted and averaged

» The distribution of scores was compared to available funding in the budget.




Pay Awards

» A2.5% percentage increase was provided for “successful” evaluation scores.

v

A 1% percentage one-time merit award was provided for exceptional
performance above the 2.45 average score.

Low scores from 1.75 - 1.99 = 60 day PIP

Under review / low score = no increase

42% of the eligible Management Team received a Merit Award
61% of the eligible non-supervising staff received a Merit Award

New hires increases were pro-rated
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Those promoted and new hires were not eligible for the Merit Award




