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2018 Compensation Study FAQ 
Human Resources 

Frequently Asked Questions - Compensation 
 
1. Why did we do a new compensation study?  
We completed a full compensation and classification study to update and consistently apply 
policies, administrative guidance, market ranges and job descriptions for all staff at FCPH. This 
helps with retention and recruitment of staff, and clarifies how our compensation is determined. 
This administrative guidance was adopted and replaces previous studies, ranges, classifications, 
etc.  Staff who receive an adjustment to their hourly rate as a result will start to receive the new 
wage on 01/07/2019, showing on the 02/01/2019 paycheck. 
 
2. How was my placement in the range decided?  
Following the administrative guidelines, each employee’s education and experience was 
objectively evaluated by the office or division director along with the office of human resources. 
Based on those results, the leveling chart outlines where an employee falls as a percentage to the 
mid-point of the appropriate range. This percentage is called a compa-ratio. It allows an 
organization to understand how an individual’s pay relates to the pay ranges and the market. 
 
3. Can you explain the percentage increases and the 7% cap?  
If an individual’s current compa-ratio is 90%, and their education and experience places them at 
90% based on the guidance, they would not receive an adjustment. However, if the person’s 
current compa-ratio is 90% and the new placement in the range should be 100%, that individual 
was increased to a 97% ratio bringing them closer to where they should fall along the scale. Staff 
did not receive more than a 7% increase in their placement in the respective pay scale range.   
 
Example:  Steve has worked in his position for 3 years, and has the education required for the 
role. His current salary is $20.00/hour. His position now falls in Grade 10 of the new compensation 
range. 

1. To find compa-ratio: $20.00 (current salary) divided by $24.06 (new grade midpoint) = 
. . % Compa-ratio 

2. Using the leveling guide, 3 years of directly related experience places him at the 91.3% of 
the midpoint = . 	 .  = $22.39/hour 

3. The 7% cap means that Steve’s adjustment will stop at 90% (83% compa-ratio + 7% cap), 
which equates to his new wage = . 	 . $ . /hour   
 

New 
Grade Minimum Midpoint Maximum 

Leveling Guide*: 
Grades 5-10 

    10 19.24 24.06 28.87 YOE 
Range 
Position 

 

0 85.0% 
1 87.1% 
2 89.2% 
3 91.3% 
4 93.4% 

*Excerpt from Compensation Leveling Table (located in Administrative Guidelines) - YOE= years of experience; Employees with a related higher degree than 
required by the position have 1 extra year of experience added to their total. 



 
4. Will staff still get a cost of living increase from the Board of Health?  
The Board will decide on 12/11 if they will give staff an increase, which will apply to all staff with 
the exception of the Health Commissioner (his compensation is determined by the Board 
separately).  
 
5. Will the longevity benefits continue with this new structure?  
Yes; there is no change to our longevity benefit. 
 
6. What is the compensation leveling chart and does that affect future raises?  
The compensation chart is a tool to place existing staff for the career leveling and new staff upon 
hire. It does not inform the amount of raises which are determined by the Board of Health.  
 
7. How often will we update the leveling chart/position ranges? 
From the administrative guidance, pay structure will be reviewed no less than every two years: At 
a minimum of every five years, FCPH will conduct a market study of all positions to gauge how 
the market has changed over the past few years. 
 
 
Frequently Asked Questions – Performance Management  
 
8. How will our performance be measured?  
Individual SMART goals for performance and professional development will be created at the 
start of the evaluation period and measured at the end. The board of health will consider raises 
for those who score at a ‘meeting expectations’ level or higher at the following January board 
meeting to be effective in February.  
 
8a. Will evaluations be based on our hire date?  
A new hire will continue to have a mid and end of probation evaluation, then future evaluations 
will fall in to an annual cycle (see following question).  
 
8b. The new performance management structure will be rolled out over the next 2 years.  

 
 Year 1: April 1 – December 31, 2019  
 Year 2: January 1 – December 31, 2020 
 Future years: January 1 – December 31 

 
8c. Who will write my performance goals?  
Your goals will be written by you and your supervisor, and approved by the director of the 
division or office in January.  
 
8d. Will we use the same performance template that we use now? 
Performance management software is being researched to replace the paper templates we 
currently use. This would also incorporate a self-evaluation in addition to the supervisor’s 
evaluation for comparison and discussion. More information to come as a decision is made. 
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Frequently Asked Questions – Job Descriptions 
 
9. When do the new position descriptions begin: 
The new position descriptions will be effective as of January 7, 2019.  
 
10. What is the difference between an Administrative Title and a Working Title?  
Your administrative title is how the agency administration calculates how many staff of a certain 
type we have, and where that title falls in the market and hourly ranges. Your working title is what 
will be used for business cards, email signature, etc. to help describe better to external partners 
and citizens your work focus. Not all positions have a different working title. 
 
11. What are some of the changes to the position descriptions:  
Aside from the addition of administrative and working titles, there are certain functions that are in 
every position. This includes standard items like the position pay grade, if it is grant funded, and 
classification, also incorporates language in all descriptions about emergency response duties, 
quality improvement, and reference Public Health Core Competencies.  
 
12. Why do some positions have I, II, III, etc. next to their title?  
We have established career ladders for appropriate positions. The higher the number, the higher 
level of autonomy and responsibility. This will also provide guidance to staff who are interested in 
learning what additional experience, education, etc. it would take to obtain a different position 
at our agency. 


