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Compensation 

Mechanics 



• Minimum/Entry Point Salary: based on 
minimum requirements in knowledge, 
skills and abilities as defined by the job 
description 

– Minimum requirements ≠ zero experience 

– Current salary and internal equity are 
considerations 

– Due to staffing shortages, experienced 
applicants are desired which warrant a higher 
initial salary 

 

Salary Ranges 



Example: Buyer $34,256 - $45,696 - $59,706 

BA in Business, Public Administration; 3 years 

governmental purchasing experience; Certified 

Professional Public Buyer (CPPB) preferred. 

Entry Point Salary Differences 

Employee A: 

3 years, BA Public 

Administration 

 

Target Salary: 

$34,256-$35,969 

(depending on current 

salary) 

 

Employee B: 

5 years, MPA, CPPB 

 

 

Target Salary: 

$39,976  

(depending on current 

salary) 

 



• Midpoint Salary: based on regularly 

scheduled progression in the range and a 

determined period of time in the position 

– 5-10 years 

– Fully functioning and proficient in duties 

 

Salary Ranges (continued) 



• Maximum/End of Range Salary: based on 

regularly scheduled progression in the 

range and a determined period of time in 

the position 

– 25-30 years 

– Can reach maximum sooner based on 

intermittent salary increases (i.e. promotions, 

external hire later in career, etc.) 

 

Salary Ranges (continued) 



• Employees move through ranges in the 
following ways: 

– Salary increases (general wage increase or 
merit) 

– In-range adjustments (obtaining certifications 
and/or taking on more responsibilities that are 
within the same range) 

• Example: Senior and Master Police Officer – not a 
different range, but a 3%/5% adjustment for 
additional skills and experience 

 

Salary Range Progression 



• Compression occurs when people in the same pay 
grade with varying levels of experience earn the same 
amount of money 

• Compression is not always related to the time in a job 
with an organization  
– Police/Fire example: everyone starts as a recruit with the 

same pay– time on the job in an organization is a good 
barometer of compression 

– CPA example: time on job in organization MAY not be a 
good barometer, especially in thinly staffed organizations 
trying to recruit the strongest and most experienced 
applicants 

• 5 years of experience here = 5 years experience in another VA 
locality = same pay 

 

Compression 



Police Recruit A was hired in 2010 with a 
salary of $38,325, which is the minimum of 
the range. At the conclusion of the 
Academy, the Recruit’s salary was 
increased to $40,478. Due to the economy, 
there have been no general wage increases 
in the past 5 years. Recruit B was hired in at 
$38,325 and just graduated from the 
Academy and now earns $40,478, which is 
the same as Recruit A.  

Compression? 



• Yes. Police Recruit A has more years of 

experience and should make more than 

Police Recruit B who has just graduated 

from the Academy. The economic 

conditions contributed to compression. 

 

Compression? 



• City Planner A was hired in 2011at the 

minimum of the range at $39,962 with 2 

years of relevant experience. City Planner 

B was hired in 2015 with a salary of 

$45,956, with 10 years of relevant 

experience.  

 

Compression? 



No. City Planner B has 10 years of relevant 

experience, although City Planner A has 

been employed with the City of Hampton 

longer.  Relevant experiences from other 

organizations is justification for a new 

employee to make more than a tenured 

employee.   

Compression? 



Two Public Safety Recruits finish the 

Academy at the same time earning $30,000. 

Recruit A earns “outstanding” ratings 

consecutively for 5 years (5% increase each 

year)and now earns $38,288. Recruit B 

earns “satisfactory” ratings consecutively for 

5 years (1% increase each year) and now 

earns $31,530.  

Compression? 



• No. Police Recruit A has performed at a 

higher level than Police Recruit B and 

based on the merit system has a higher 

annual salary. 

 

Compression? 



Implementation Phases 



X 

Implementation Phases 



Classification Study 



• 2,600 employees 

– Full-time, part-time, WAE 

• 7 salary schedules 

– Managerial (PFT/PPT), Administrative 

(PFT/PPT), Public Safety, Attorney, WAE 

• 580 job descriptions 

• 20 years since the last study 

 

Hampton Employees by the Numbers 



• The study is designed to: 

– Update class specifications 

– Identify needed market adjustments and 

ensure external competitiveness 

– Ensure internal equity 

– Provide a process for future evaluation of 

positions 

Study Purpose 



• The study is not designed to: 

– Identify staffing levels 

– Reorganize departments or functions 

– Evaluate individual employee 

performance/capabilities 

– Guarantee salary increases 

Study Purpose 



• August 2014: Employee information sessions held 

• September 2014: JAQ process started 

• October 2014: Administrative Issues meetings (part 1) 

• November 2014: External market survey conducted 

• January 2015: Meetings held with department heads to 
review organizational hierarchy based on JAQ 
information 

• February 2015: Update provided to the City Manager, 
Assistant City Managers and Directors of Human 
Resources and Budget and Strategic Initiatives 

• July 2015: ACMs and Departments met to discuss 
concerns and present to MAG  

 

Study Timeline 



• August 2015: Administrative Issues meetings (part 2) 

• October 2015: City Manager, Assistant City Managers 

and Directors of Human Resources and Budget and 

Strategic Initiatives review results from MAG 

• November 2015: Further analysis conducted by staff, 

recommendations submitted to MAG 

• December 2015: MAG implements recommendations 

provided by staff and new results produced 

• January 2016: Draft reports distributed to departments 

for review 

 

Study Timeline (continued) 



• Hampton’s classification system is misaligned 

– Too many schedules 

– Too many single incumbent positions 

– Too many levels within one job family (example: 
levels I-IV) – often done to create pay 
progression in lieu of having a system that 
allowed for pay progression (i.e. “work around”) 

• Makes sustained market analysis difficult, 
time consuming, expensive and potentially 
less valid 

 

General Findings 



• Conducted 9/14-10/14 

• 680 employees attended an information 

session 

• 1,481 employees started the process 

• 1,320 employees completed the process 

• 817 JAQs were reviewed by the 

employee’s supervisor 

 

JAQ Process 



• 90 benchmark positions 

• Employee survey market: 

– Chesapeake, Newport News, Norfolk, 
Portsmouth, Richmond, Suffolk, Virginia 
Beach, Williamsburg/James City County 

• Executive survey market: 

– Added Austin, TX; Chesterfield County, VA; Ft. 
Lauderdale, FL; Henrico County, VA; 
Jacksonville, FL; Loudon County, VA; 
Orlando, FL  

External Market Survey 



• Benchmark salaries and job descriptions 

provided to locality survey participants 

• Localities reviewed descriptions and 

identified position matches (if applicable) 

and provided salary data 

• Locality data compared to Hampton 

 

External Market Survey (continued) 



• JAQ information, existing job descriptions, 

external market data used to determine 

placement 

• Benchmark positions placed first, other 

positions placed based on comparison of 

job data (JAQ and job descriptions) 

• Adjustments made based on internal 

knowledge of the position 

 

Salary Determination 



• Consolidate pay schedules from 7 to 3: 

– Unified (PFT/PPT Managerial, PFT/PPT 

Administrative, Attorney)  

• PPT and WAE positions with PFT counterparts will 

have same hourly rate) 

– Public Safety (Police and Fire) 

– Seasonal/Sporadic (Unique PPT and WAE) - 

Change position titles and collapse job levels 

when appropriate to align with other localities 

 

Salary Schedule Recommendations 



Benchmark Position: 

Public Safety Recruit* 



Benchmark Position: 

Firefighter Recruit 



Benchmark Position: 

Forensics Supervisor 



Benchmark Position: 

Public Safety Senior Telecom. Spec.* 



Benchmark Position: 

Parks Technician 



Benchmark Position: 

Equipment Operator II-SW 



Benchmark Position: 

Equipment Operator I 



Benchmark Position: 

Intake Case Manager 



Benchmark Position: 

Administrative Assistant 



Benchmark Position: 

Librarian IV-Branch Manager 



• Salary adjustments for some employees 

 

New Salary Schedule Implementation 



The implementation of the new salary ranges 

creates further compression…temporarily 

 

Compression? 

Police Recruit A: 

– Hired in 2010 

– $40,478  

New Salary: $43,297 

Police Recruit B: 

– Hired in 2015 

– $40,478 

New Salary: $43,297 



• Initial external in-range hiring flexibility 

• Salary adjustment within the pay range 

– Greater responsibility 

– Competitive offer with valid documentation 

• Opportunity to modify existing policies to 
maintain competiveness, encourage internal 
professional growth and maintain equity 

– Internal promotions 

– Recognition of certifications and licensures 

– Compression 

 

Existing Salary Strategies 



• Implementation date July 2016 

• Flat dollar amount based on years in 

current position with a cap 

• Final recommendation included in FY17 

budget process 

• Separate from general wage increase 

 

Compression 



• 1/28-2/5/16: Employee Information sessions 

• 2/27/16: Part-Time and Seasonal/Substitute 

• 3/5/16: Full-Time 

• 3/11/16: Distribution of employee status 

sheets 

• 3/18/16: Pay checks reflecting new salary 

ranges and increases (as applicable) 

• 4/1/16: Job descriptions uploaded 

Salary Schedule Key Dates 



Salary Schedule Implementation 

Projected Financial Impact 



Questions? 


